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ABSTRACT 

A Demonstration Project authorized under the Civil 

Service Reform Act of 1978 was developed and implemented at 

the Naval Weapons Center, China Lake and the Naval Ocean 

Systems Center, San Diego. The Project was designed to 

increase the participation of line managers in the personnel 

management function, and to establish a direct link between 

pay  and performance evaluation. 

This paper contains a study of managerial opinions and 

attitudes toward the Demonstration Project. Managerial 

survey data, analysis, and conclusions are presented, and a 

cost/effectiveness model is developed based on data obtained 

after   two   full-year  cycles  under   the  Project. 
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I.  OBJECTIVES OF THE DEMONSTRATION PROJECT 

The Naval Weapons Center at China Lake, California, is 

currently participating in a joint Demonstration Project in 

cooperation with the Naval Ocean Systems Canter, San Diego, 

California. The Project was authorized by the Civil Service 

Reform Act of 1978, Title VI of the United States Code of 

Federal Regulations [Ref. 1]. To date, the Project is the 

only one in existence in the Federal Government, as approved 

by the Office of Personnel Management (OPM) under the Act. 

The objective for allowing such an experiment was to 

determine if removal or modification of some of the existing 

regulations affecting Federal civilian employment could faci- 

litate increased efficiency and productivity. 

Under existing Federal regulations, the functions of 

personnel recruitment, selection and promotion, position 

classification, and pay administration are closely controlled 

by detailed rules and procedures administered through 

personnel specialists assigned at each Federal agency. These 

personnelists are subject to periodic inspection by OPM 

auditors, and compliance with regulations is strictly 

enforced. Very little latitude is allowed in the application 

of these regulations to the personnel management functions at 

individual agencies. The real needs of line managers for the 

authority and autonomy to supervise their subordinates are 



often overlooked by these inflexible regulations. This 

situation has fostered the development of a somewhat 

adversarial relationship between managers, who attempt to get 

the job done, and personnelists, who must constantly ensure 

that the rules are followed. The end result of this 

situation is counter-productive to increasing efficiency of 

human resources management at Federal activities. In 

recognition of this dilemma, the Act encouraged presentation 

of new ideas designed to minimize the internal conflicts at 

agencies over the personnel management functions which are 

actually the responsibility of line management to accomplish. 

The intent of this Demonstration Project is to increase 

the participation of line managers in the personnel 

management function and to establish a direct link between 

pay and performance evaluation. The rationale for the former 

purpose is to decentralize the personnel management function, 

and to place it more directly in the hands of line managers, 

while the rationale for the latter purpose is to comply with 

the intent of the Act. Thus, the Project would attempt to 

meet the internal needs of the organization while also 

complying with external goals mandated by law. It was not 

known at the inception of the Project whether or not both of 

these ends could be successfully accomplished. The Project 

would be required to "demonstrate" to external evaluations 

new mechanisms for personnel management in order to assess 



their usefulness and potential for applicability in the 

Federal service.  At the same time, the Project must be 

workable and acceptable to the participants who have their 

own internal criteria for judging its success. 

Success of the Project is being measured by external 

evaluators in terms of the impact on recruitment of 
• 

scientists and engineers for the laboratories; retention of 

high performers; responsiveness of personnel management 

processes to the needs of line management; and, the 

relationship between on-the-job performance and performance- 

based rewards. These measurements are considered to be ;<ey 

indicators of productivity and efficiency at Navy 

laboratories. 

This paper dees not attempt to evaluate the entire 

Demonstration Project. Rather, this study will focus on 

specific aspects of the Project which have the potential for 

affecting line managers in the performance of their jobs. An 

assessment will be made of the Project from a managerial 

standpoint to determine how successful it has been in meeting 

the needs of managers for participation in, and control over, 

the personnel management functions of position classification 

and performance evaluation. 

A.  BACKGROUND 

During the administration of President Carter the Civil 

Service Reform Act was formulated. The Act was passed by the 

8 
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United States Congress on 13 October 1978, to become 

effective in January 1979. The Act was intended to improve 

the productivity, honesty and competency of the Federal 

service. As a result of the Act, the Civil Service 

Commission was abolished and replaced by the Office of 

Personnel Management plus a separate Merit Systems Protection 

Board. 

Another requirement of the Act was the design of new 

performance appraisal systems for all employees which would 

appraise performance on the basis of written standards. 

Employee participation in the development of standards was 

encouraged, and communication of the standards to affected 

employees was required. Good performance was to be rewarded, 

poor performance was to be improved, and continuing poor 

performance was to be dealt with through reassignment, 

demotion or removal of poor performers. Many of the features 

contained in the section on performance appraisal resembled 

the practice of "Management by Objectives", which will be 

discussed   later   in  this  Chapter. 

The Merit Pay System was established by the Act, to 

directly tie compensation to performance for senior level 

employees, grades GS-13 through 15, in managerial positions; 

however, this system did not apply to non-managerial 

employees, other employees in grades GS-1 through 12, and 

ungraded   workers.      The   performance   appraisal   systems   for 

i ' 



excluded employees remained essentially the same as they were 

prior to the Act, where pay increases for satisfactory 

performance were granted on a periodic basis. As an employee 

advanced in tenure, pay was automatically adjusted to a 

higher step at one, two and three year intervals. Unless 

specific, documented action was taken by the supervisor to 

withhold such an increase, the raise in pay was automatically 

granted. Performance evaluation was accomplished only on an 

annual basis, with each employee's performance being assessed 

by the immediate supervisor against a scale of general work 

attributes and personal characteristics which were not 

directly related to the actual job itself. In many cases, no 

discussion of this rating ever took place between the 

supervisor   and   the   employee. 

Provisions of the Act allowed Federal agencies to 

initiate Demonstration Projects to experiment with 

alternative methods of personnel management which would 

incorporate the basic premises of the Act. The Act limited 

the number of such experiments to not more than 10, covering 

no more than 5,000 employees and lasting up to 5 years in 

duration. Provisions to waive certain portions of Federal 

law governing civilian employment in order to facilitate 

implementation of   these  projects  were   included. 

At the Naval Weapons Center (NWC) and the Naval Ocean 

Systems   Center    (NOSC)    the   determination   was   reached   that 

10 



existing Federal Civil Service regulations did not allow 

sufficient flexibility to attract and retain the caliber of 

personnel required at Naval laboratories. Existing 

regulations strictly limited the entry level salaries that 

could be offered by recruiters in competition with the 

private sector. Once hired, an engineer or scientist could 

progress in pay and status only up to a specified full 

performance level. To progress beyond that level required 

the assumption of managerial duties. This presented a 

serious dilemma for researchers who were technical experts 

and excelled in their work. They were forced to advance into 

managerial positions even though they may have lacked the 

desire to give up actual research work to do so, or remain 

dead-ended in their jobs. The pay and position 

classification systems in existence prohibited resolution of 

the situation; therefore, these systems became primary 

targets for renovation through the Project. 

The joint proposal would incorporate complete revisions 

to the pay and position classification systems. In order to 

satisfy the intent of the Act, these new systems would be 

meshed with a pay for performance concept. The approach to 

formulate the proposal was to make it a joint effort between 

the Personnel Department Staffs at NWC and NOSC with 

assistance provided by the University of Southern California. 

The proposal was published in the Federal Register on 4 

11 
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December 1979, public hearings were conducted to solicit 

comments, and the final proposal [Ref. 2] was submitted to 

the Office of Personnel Management for approval. OPM 

approval was ultimately obtained to authorize specific 

waivers of those portions of Federal law which would 

interfere with implementation of the Demonstration Project, 

and the Congress was notified of these waivers. 

B.  IMPLEMENTATION 

On 14 November 1979 Task Teams were established at NWC 

and NOSC in each of the major areas of focus, the members of 

which included line managers, employee representatives, and 

members of the Personnel Department Staff., Each team 

developed comprehensive plans for implementation in their 

area of concern, and the total effort was coordinated between 

the two laboratories. The Demonstration Project was 

implemented at China Lake and San Diego in July 1980 for an 

initial population consisting of approximately 2,700 

scientific, engineering and senior professional employees at 

both laboratories. Groups of administrative and technical 

specialists, technicians, and clerical employees were added 

to the Project on an incremental basis until the 5,000 

employee limit was approached in September 1982. As each new 

group was added to the Project, they received comprehensive 

training to introduce them to the new procedures and explain 

the   rationale  behind  them. 

12 
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Two designated control laboratories were the Naval Air 

Development Center, Warminister, Pennsylvania, and the Naval 

Surface Weapons Laboratory, Dahlgren, Virginia. These control 

labs would function under existing regulations governing 

Federal personnel management. Data would be collected perio- 

dically at the control laboratories and compared with 

comparable data from China Lake and San Diego in the three 

major areas affected by the Demonstration Project. External 

evaluation was initially performed by the University of 

Southern California to track progress and report significant 

findings. An OPM contract for external evaluation was later 

awarded to the firm of Coopers and Lybrand, and in September 

1982 the external evaluation function was taken over by OPM. 

Internal Evaluation Teams were also established at China Lake 

and San Diego to monitor the. project. 

C.  SYSTEM MECHANICS 

Under the Demonstration Project, managers develop annual 

performance plans (Exhibit 1) for each employee participating 

in the Project. These plans contain specific goals and 

objectives to be met as well a the standards for evaluating 

employee performance. Employees are encouraged to participate 

in the development of their own performance plans, and 

discussions take place between supervisors and employees in 

order to ensure that an understanding is reached on the 

content of the plan for each individual employee.  A minimum 

13 
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of two monitoring sessions must be conducted with each 

employee during the one-year performance evaluation period, 

and a final written assessment is accomplished at the end of 

the year by the immediate supervisor. This final rating is 

reviewed by the second level supervisor, and if the overall 

performance exceeds the "fully successful'' level the rating 

is subject to further review and approval by a Departmental 

Performance Review Board (PRB) [Ref. 3]. The PRB has the 

authority to award pay increases commensurate with the degree 

by which overall performance exceeded expected results 

contained in the performance plan. PRB decisions also take 

into consideration adherence to a payout guideline issued by 

top management; however, there is no absolute limit on the 

number and/or amount of pay increases granted. In cases where 

the final rating is "less than fully successful", corrective 

action must be   initiated  by  the   immediate  supervisor. 

The involvement of line managers in the pay-setting 

process has changed under the Project, and managers now 

participate in making initial pay determinations as well as 

in determining the amount of annual pay increase that is 

warranted in relation to the employee's performance of tasks 

outlined in the performance plan. The former General 

Schedule pay scale has been replaced by a pay scale for the 

Demonstration Project, consisting of broad pay bands 

encompassing several former General Schedule grades  into each 

15 



pay band (Exhibit 2). These broad bands are divided into 

increments, which replace the ten steps found in each General 

Schedule   pay  grade. 

A new position classification system was designed to 

coincide with the new pay bands included in the Demonstration 

pay scale. This new system incorporates a dual ladder 

concept, which permits advancement to a higher level without 

assumption of supervisory duties. Each classification 

standard for a particular level includes "menu items" based 

on material contained in the traditional OPM classification 

standards for those GS grades encompassed in that level. All 

menu items are contained in a computerized program designed 

to prepare position descriptions. This process makes 

possible the preparation of position descriptions by 

reference to a handbook containing the various level 

standards for the major occupational groups: Scientist/ 

Engineer; Administrative Specialist; Technical Specialist; 

and, Technician. The procedure for preparing position 

descriptions has changed from what was previously a rigorous 

writing exercise to a process of "coding" a position 

description based on selection of relevant menu items from a 

computerized list of alternatives (Exhibit 3). This coding 

results in the printing of a personalized description of 

duties, responsibilities, and qualifications required to 

perform    them,    a   "Personal   Activities    and   Capabilities" 

16 
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REQUESTED BY 
CODE 

PAC CODING SHEET 

PAC NO.:    EMPLOYEE'S NAME: 

SUPERVISORY POSITION 

 YES 
NO 

SERIES:     TITLE: 
LEVEL:    

FUNCTIONAL CODE 

 RESEARCH 

 DEVELOPMENT 

 TEST 

SPECIALTY AREA CODES 
 PRIMARY 

OTHERS 
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statement or PAC.  The PAC takes the place of the old 

position description. 

In summary, the level of managerial involvement in the 

personnel management functions of performance evaluation, pay 

and position classification have been affected as a result of 

implementation of the Demonstration Project. This new level 

of managerial ..articipation is a critical factor in the 

operation of the new systems, and the primary vehicle for 

accomplishing the objectives of the Demonstration Project. 

19 



II.  LITERATURE REVIEW 

In order to acquire a greater appreciation for the 

conceptual framework of the Demonstration Project, a review 

of current literature was conducted. The specific focus of 

this review concentrated on the topics of performance 

evaluation and performance-based pay. Only a selected 

portion of the literature which was examined is cited by 

reference in this chapter. Other references not specifically 

cited are contained in the Bibliography, for those readers 

who wish to explore these topics in greater depth. 

• 

A.  RELEVANT THEORIES 

The task of evaluating performance of professional 

employees is especially a difficult one. Newman and Hinrichs 

[Ref. 4] point out that professional employees are "the 

gatekeepers of important information, the designers of new 

products and systems, the drivers of productivity." These 

authors see performance evaluation as an essential means oi 

providing recognition and demonstrating support for effective 

performance, without which it would be difficult to motivate 

professionals or to attract and retain them. The process of 

performance evaluation for professionals depends to a great 

extent upon the supervisors of these employees. Supervisory 

feedback is crucial to the success of such a process, for the 

20 



work itself is generally difficult to measure and provides 

only limited feedback. In order to assist supervisors in 

accomplishing the evaluation task, an appraisal system that 

is relevant to the performance which is being evaluated and 

that is workable and acceptable to both supervisors and 

employees   is   required. 

In 1977, the United States Civil Service Commission 

published a handbook designed to assist managers in the task 

of performance evaluation [Ref. 5]. This handbook listed 

some characteristics of effective performance evaluation 

programs,   which  included the following: 

- Performance is measured against written standards which 
are  communicated  to  the  employee. 

- Instruments for performance appraisal are easy to 
understand  and use. 

- Employees are notified, preferably orally and in writing, 
of  their   performance   ratings. 

- The process does not attempt to satisfy all purposes of 
evaluation in a single annual discussion, but provides 
other opportunities for supervisors and employees to 
discuss  and plan performance. 

The handbook also discusses various methods for developing 

performance    evaluation    standards.      In    a     section    on 

"participative   methods",    the   handbook   concludes   that 

"employee involvement in work planning,  and development of 

performance   standards   and   appraisals   promotes   fairer,    more 

objective performance   appraisal   and   results   in   improved  work 

performance  and motivation"   [Ref.   5].     For   jobs   in  which work 

21 



Outputs are difficult to quantify, performance goals may be 

developed jointly between employees and their supervisors. 

This approach is characteristic of the "Management by 

Objectives" (MBO) process [Ref. 6], but MBO does not include 

methods for establishing individual performance standards. 

Nevertheless, MBO techniques are useful for obtaining 

agreement between employees and their supervisors concerning 

the level of contribution expected toward task 

accomplishment. Experience with participative approaches 

suggests that these methods work best when applied to 

managerial  and  professional  jobs. 

Latham and Wexley [Ref. 7] presented the results of a 

case study concerning motivation of Scientific and 

Engineering personnel in an international research and 

development corporation. Their conclusions were in support 

of participative goal-setting, noting that participation 

actually caused higher goals to be set than the manger would 

ordinarily have assigned to employees. More difficult goals 

corresponded positively  to  increased  effort. 

Concerning the linkage between pay and performance, 

Lawler [Ref. 8] cites four reasons for basing pay on 

performance: 

1. It     has     potential     for     motivating     effective 
performance; 

2. Achievement-oriented   people   tend   to  be  attracted   to 
organizations  that base  rewards on competency; 

22 



3. High performers expect to be paid more than low 
performers; 

4. People are more satisfied when they perceive that 
they are paid in proportion to their efforts. 

This author also presents evidence to show that people will 

make a positive contribution to the success of any new 

performance-based pay system if they are allowed to partici- 

pate in the system design. Such participation fosters a cli- 

mate of trust and openness between management and employees. 

The organizational climate can be a crucial factor in deter- 

mining the success or failure of a new pay system. Lawler 

concludes this discussion by expressing concern about the 

prospects for success of the Merit Pay System because it 

forces a radical change from an existing organizational cli- 

mate which is non-evaluative In nature. Lawler warns that we 

cannot depend upon a pay system change to facilitate organi- 

zational change. If people perceive that they may suffer 

under the new pay system, they will resist the change. 

B.  ALTERNATE APPROACHES TO PERFORMANCE EVALUATION 

One aspect of the Demonstration Project which can be 

compared to other existing approaches is the performance 

evaluation process. While the Naval Weapons Center and the 

Naval Ocean Systems Center are experimenting with their new 

performance appraisal procedures, the rest of the Navy has 

implemented the Merit Pay System in July, 1980. Like the 

Demonstration Project, the Merit Pay System for performance 

23 
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evaluation begins the process with the defining of goals, 

setting of objectives, writing out these objectives, and 

discussion between the supervisor and the subordinate.  An 

annual appraisal is prepared by the immediate supervisor, and 

reviewed by the second level supervisor as well as a Merit 

Pay Review Officer [Ref. 9].  So far the processes are very 
» 

similar. 

The next step in the cycle is the allocation of merit pay 

funds. A pay pool limit is set by the Secretary of the Navy 

based on guidance received from OPM. By a simple 

calculation, the "pot" is divided up between Merit Pay 

members eligible for a pay increase based on the final 

evaluation of their performance for that year. The amount of 

the actual pay raise is not, therefore, strictly a function 

of an individual's performance but is affected by the amount 

of available funds. A recent Merit Pay pool was limited to 

less than 2% of the total Navy managerial payroll. The end 

result of this process is not pay for performance, but rather 

resembles rationing of a limited resource. 

In 1972, another Demonstration Project was developed by a 

team of faculty from the Naval Postgraduate School in 

response to a request from the Office of the Chief of Naval 

Material [Ref. 10]. This project involved the concept of 

"peer ratings", and was targeted for employees at the Naval 

Supply Center (NSC) and the Navy Regional Finance Center 

24 



(NRFC) , San Diego. This project was implemented at NSC and 

NRFC by direction from higher headquarters in Washington, and 

although first-line managers seemed to like it there was 

resistance and lack of support at the higher management 

levels at NSC and NRFC which caused the project to terminate 

after only one year in operation. 

Peer ratings seemed to be well accepted by the employees 

at NSC and NRFC, and although the project itself did not 

operate long enough to generate detailed performance data it 

was successful in concept. It should be noted, however, tnat 

the levels and types of employees participating in thac 

project were different from those participating in the Merit 

Pay System. Their jobs were more precise in nature, 

involving accounting functions, which contributed to greater 

similarity between groups of jobs and greater understanding 

among employees of the work being performed by their co- 

workers. This made the task of judging a co-worker's 

performance quite a bit simpler due to the homogeneous nature 

of the work itself. 

This project at NSC and NRFC provides an example of the 

need for management support to contribute to the continuing 

success of an organizational change. Even though it was 

apparently successful in concept, this project failed due to 

the lack of management support. 

25 
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Looking at the private sector, a type of "Consensus 

Ranking" is currently being used at the Kaiser Aluminum and 

Chemical Corporation [Ref. 11]. Called the Objective 

Judgment Quotient (OJQ) , this system leads to a forced 

numerical ranking for a set of employees. Employees are 

compared both to one another, as well as to benchmark 

standards characteristic of their occupational group. The 

intent of the OJQ is to minimize rater bias in a process 

which normally tends to be highly subjective. The OJQ is 

being  used on  an experimental basis  at Kaiser   at   this   time. 

Also at Kaiser, a merit pay pool is established subject 

to budgetary constraints and prescribed target percentages of 

ratings to be given in each of four performance categories. 

Employees receiving marginal performance ratings ars given a 

90-day probationary notice, and could be terminated for 

failure to improve during probation. Goals, objectives, and 

specific performance criteria are developed and discussed 

with employees by their supervisors. Appraisals are 

accomplished every six months, and the length of the total 

rating period may vary between nine and fifteen months based 

on the discretion of the supervisor. This allows the best 

performers to receive pay raises as often as every nine 

months, and marginal performers are required to wait longer. 

Kaizer also offers a comprehensive benefits package for 

senior   managers   and   executives,    which   includes   bonus   and 
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stock options. The payout for performance-related pay 

increases alone at Kaiser is currently amounting to 8-9% of 

the   total  payroll. 

In summary, it becomes clear that there are many operable 

variations of performance-based evaluation systems in both 

the public and private sectors. Some key factors that appear 

to contribute to the success or failure of these approaches 

are that the organization rewards performance in an equitable 

manner; that there is a clear relationship between good 

performance and rewards, and the relationship is clearly 

understood by employees; that management supports the 

performance evaluation system and administers it as intended; 

and, that the amount of the financial incentives offered is 

large enough so that employees receiving a pay raise 

recognize  that  they  have   in   fact  been   rewarded. 

I 
C.  DISCUSSION 

In consideration of relevant conceptual theories and the 

needs of Navy laboratories to attract and retain high quality 

professionals, the proposal for the Demonstration Project was 

formulated. The performance evaluation system was designed 

specifically to appraise the performance of professionals, by 

increasing the requirement for communications and feedback 

between employees and supervisors and requiring discussion of 

performance expectations. Guidelines issued by OPM and the 

CSRA were closely adhered to while making maximum use of the 
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flexibility permitted by the Act in order to streamline the 

position classification and pay systems. The intent of 

involving employees in the development of the new systems 

that would ultimately affect them under the Project was to 

foster and enhance an organizational climate that would be 

conducive to accept the changes. 

This approach makes sense in view of the theoretical 

framework previously presented. It is recognized, however, 

that procedures alone cannot enforce or ensure that 

meaningful communication takes place. Likewise, the 

invention of new position classification and pay systems 

cannot ensure that the users of these systems will believe 

that all problems have been solved by the creation of these 

new systems alone. 

The real determining factor that is crucial to the 

success of any organizational change is the climate of the 

organization. One facet of that climate is managerial 

response to planned change. Thus, the examination of 

managerial attitudes and opinions will give us some useful 

insights into assessing the level of acceptance of a planned 

organizational change, a Demonstration Project, and toward 

predicting the likelihood of success for this change based on 

the degree to which it meets the needs of managers and 

facilitates efficient performance of their work. 

I 
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III.      NATURE   OF  THE   PROBLEM 

Prior research concerning the Demonstration Project has 

been conducted by a team at the University of Southern 

California, by the firm of Coopers and Lybrand, by the Office 

of Personnel Management (OPM), and by Internal Evaluation 

Teams at both the Naval Weapons Center and the Naval Ocean 

Systems Center. Various studies have been published by the 

evaluators [Refs. 12, 13 and 14]; however, none of these 

studies have focused specifically on the .nanager i. al 

population affected by the Project. OPM officials have 

recently determined that the evaluation effort must include 

data  about  managerial  participation. 

While it is possible to break-out some of the existing 

data in terms of the level.and supervisory status of the 

respondents, the overall orientation of this data is toward 

the impact of the Project on employees. The existing data 

does not examine the Project in detail from a managerial 

perspective. Thus, the need arose to develop a means for 

collecting managerial data in order to produce an evaluation 

of  the  total  Demonstration Project. 

The research problem is further complicated by the lack 

of a true experimental control group. Even though two 

control laboratories were designated by OPM, these labs no 

longer  operate  under   the  same  performance  evaluation  and  pay 

1 
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systems that existed prior to the Civil Service Reform Act 

(CSRA). Since the Demonstration Project was implemented 

immediately after leaving the pre-CSRA systems, the only 

available baseline data is that which was collected about the 

pre-CSRA systems. 

An alternative is to compare managerial baseline data 

with current data. Since it was not known by the evaluators 

at the inception of the Project that a specific area of 

interest would be managerial involvement, very little pre- 

CSRA data is available in terms of the managerial 

perspective.     A  true  experiment   is,   therefore,   not   possible. 

The only remaining alternative is to address the problem 

through the means of a survey, which eliminates the need for 

an experimental control group but still affords a way to 

collect  and  analyze meaningful  data   [Ref.   15]. 

The research question to be addressed by the survey 

method is to determine the impact of the CSRA Demonstration 

Project on managers at the Naval Weapons Center. Only the 

survey results from China Lake will be presented and analyzed 

in this paper. A total of 3,900 civilians are employed at 

China Lake, of which 475 are managers participating in the 

Project. Other managers are employed at China Lake; however, 

they did not receive the survey because they are not 

participating   in   the   Project. 
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Since the specific area of concern to managers prior to 

the Project was the inflexibility of the total system for 

personnel management with regard to meeting managerial needs, 

the survey must explore this concern in detail. Data about 

managerial time spent on personnel management functions, and 

the by-products of the classification and performance 

evaluation processes (namely the position descriptions and 

performance plans) must be collected for both the pre-CSRA 

and Demonstration Project Systems. Managerial time is 

considered to be a valid indicator of efficiency not in terms 

cf increases or decreases in the amounts of time spend on 

management tasks alone, but also in terms of the quality of 

the time spent and its overall contribution to productive 

output. 

In view of the fact that very little pre-CSRA data was 

available from the managerial population specifically 

pertaining to personnel management functions, it became 

necessary to attempt to reconstruct the necessary pre-CSRA 
•f 

data based on memory.  It is, therefore, recognized that the 

accuracy of the data about the pre-CSRA system will be 

affected. Nevertheless, this data is needed in order to make 

some comparisons between managerial experience under the old 

and new systems. 

I 
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IV.      THE   RESEARCH METHOD 

In order to answer the research question to determine the 

impact of the Demonstration Project on managers at the Naval 

Weapons Center, an instrument would be needed to collect data 

from managers. Data would be needed about both the pre-CSRA 

systems for position classification, pay, and performance 

evaluation, and the Demonstration Project Systems for the 

same functions in order to test hypotheses. This data would 

need to focus on managerial time spent on these functions and 

the results of their efforts in order to assess and compare 

the efficiency of   the old  and new systems. 

A.      HYPOTHESES 

The first hypothesis to be tested is that managers who 

supervised employees under the old system will find the new 

system to be an improvement. The reason for this assumption 

is that one of the major complaints .rom managers about the 

pre-CSRA system was that it was not responsive to their 

needs. The new system was deliberately designed to increase 

responsiveness by allowing greater participation in, and 

therefore, control of, system response to better meet the 

needs of   line management. 

The second hypothesis is that there will be no difference 

between the major occupational groups of managers  in terms of 
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preference for the Demonstration Project. This assumption is 

based on the fact that managers and employees from each major 

occupational group were instrumental in designing the new 

systems for the Project with regard to their respective 

group. This is because separate Task Teams for each of the 

major occupational groups were established to develop the 

implementation plans for those systems that would affect 

them. 

A third hypothesis to be tested is that managers will 

respond that they are able to make other, more productive use 

of their time under the Project than was possible under the 

old system. The basis for this assumption is that the 

streamlining of the classification process would free up more 

of their time which could be spent on more productive 

activities. 

The fourth hypothesis is that the number of PACs 

considered by managers as accurate would be greater than the 

number of position descriptions that were considered accurate 

under the old system. This response would be attributable to 

the relative ease of preparing and obtaining classification 

of PACs versus the problems associated with the 

classification of  position descriptions   under   the old  system. 

A fifth hypothesis is that the relative usefulness of 

PACs will be seen as greater than the usefulness of position 

descriptions.      This   ties   into   the   previous   rationale   for 
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greater accuracy of PACs as compared to position 

descriptions, and this higher accuracy should lead to 

increased  relevance of   PACs over  position descriptions. 

The final hypothesis is that the new performance 

evaluation system under the Demonstration Project will be 

viewed as more beneficial to managers than the old pre-CSRA 

system. This assumption is based on the direct relationship 

in the new system between mission accomplishment and the 

planning process in which performance expectations are 

clearly  identified  in writing  and  communicated  to employees. 

B.  SURVEY DEVELOPMENT 

The first step in conducting this research was to design 

a survey instrument to collect managerial data. Formulation 

of a questionnaire began at The Naval Ocean Systems Center, 

San Diego with a group of personnelists. Inputs to the ques- 

tionnaire were obtained from operating personnel office staff 

members based on questions and concerns that were frequently 

raised by line managers. Some personnelists who have given 

briefings on the Demonstration Project provided inputs based 

on questions more frequently asked in these briefings. 

The format and organization of the questionnaire was 

intended to permit collection of data about managerial expe- 

riences under the pre-CSRA system, followed by data about the 

Project, on similar variables.  This type of design would 

facilitate the testing of hypotheses regarding the impact of 
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changes experienced by managers under the new system. 

Comparative data would be easier to obtain about the classi- 

fication process than about performance planning and 

evaluation, primarily because of the lack of mechanisms for 

performance planning and monitoring in existence under the 

pre-CSRA system. For this reason, the major source of data 

about performance evaluation would be attitudinal rather than 

quantitative. 

The first draft of the questionnaire was forwarded to NWC 

China Lake to be evaluated by the members of the Internal 

Evaluation TasK Team and personnelists. After providing 

their inputs, the Task Team members took a pretest of the 

revised   questionnaire. 

The approved version of the questionnaire (Appendix A) 

was distributed at China Lake on 10 March 1983 to the total 

population of 475 managers. At the time that the deadline 

for return of questionnaires was reached on 1 April 1983, a 

total of 265 questionnaires had been returned for a 56% 

response rate. Nine questionnaires were received after the 

deadline, making the total response rate 58%; however, these 

late arrivals were not received in time to be included in 

this   analysis. 

C.     CONTENT  ANALYSIS   PROCEDURE 

Completed answer sheets for the sample of 265 cases were 

read   by  an optical   scanner   and   recorded   on  magnetic   tape. 
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Two of the cases were not readable by the scanner, which 

reduced the sample size to 263 cases. A program was 

developed using the Statistical Package for the Social 

Sciences (SPSS) to analyze the data. The Frequencies 

procedure was used to generate tables for each of the survey 

questions. Contingency tables were then produced for the key 

variables to be analyzed in order to test hypotheses, using 

the Crosstabs procedure. Each variable is identified in the 

tables found in Appendix B, and all variables are listed in 

the   indices  contained  at  the   end  of   that  Appendix. 

Following the SPSS analysis, a cost-effectiveness model 

was developed. The model utilized the criterion of maximum 

effectiveness/cost ratio. The following equations are 

included   in   the  model: 

Cost =  Supervisory Manhours  x Supervisory  Salary 

Effectiveness  =  f   (variable  list) 

The variables selected for use in the effectiveness 

equation were chosen on the basis of their perceived 

contribution to the overall accomplishment of a manager's 

job. The model was used to compare estimated costs and 

effects for the pre-CSRA systems with the costs and effects 

under the Project. Tables 3-1 and 3-2 present the cost and 

effectiveness   data,   respectively. 
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V.  SURVEY RESULTS AND DISCUSSION 

Appendix B contains the tables produced by computer 

output as a result of an analysis of the survey data, using 

the Statistical Package for the Social Sciences (SPSS). 

Tables which give the frequency distribution on responses to 

each question contained in the questionnaire are presented, 

preceded by seven contingency tables generated to te.3t 

hypotheses. Some highlights of trie results are presented in 

this chapter. 

Tables numbered 1 through 4 present demographic data 

about the respondents. Managers classified as scientists and 

engineers comprised 68% of the respondents,» administrative 

specialists accounted for 19% of the sample; technical 

specialists comprised 5% of the respondents; and, 9% were 

technicians. The mean salary for all Project supervisory 

personnel was $43,632 per annum. Approximately 69% of the 

respondents were first line supervisors. Eighty percent of 

these managers were in supervisory positions at the time the 

Demonstration Project was implemented for their occupational 

group. The other 20% became supervisors under the new 

system, which in most cases indicates the absence of 

supervisory experience under the old system. Ninety-three 

percent of all Project supervisors have over ten years of 
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Federal service, and 54% have over twenty years. The 

demographic data contained in these tables was supplemented 

by information from the personnel database. 

Table 5 indicates that 61% of the supervisors responded 

that they were the usual author of General Schedule position 

descriptions for their subordinates. Forty-eight percent 

reported that they wrote one to three position descriptions 

per year under the old system, while 22% wrote between four 

and ten per year as noted in Table 22. Table 24 illustrates 

that 32% of the managers estimated that up to 10% of all 

position descriptions in their organization were inaccurate, 

and 22% recalled the percentage of inaccurate descriptions to 

be between 11 and 25%. The major reason noted for not 

updating more of these inaccurate descriptions wa that 

accuracy was not considered important under the old system by 

46% of the supervisors (Table 26). Seventy percent recalled 

that they used each position description not more than twice 

per year in Table 27. The major uses noted in Tables 28 

through 31 in order of importance were for performance 

appraisal, required reviews, recruitment, and promotion. 

Table 6 illustrates that 58% of the managers responding 

indicated that they were the usual author of Personal 

Activities and Capability Statements (PACs) written for their 

employees. Tables 35 through 38 show that only a very small 

percentage of PACs took more than three hours to prepare, 
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while the majority took less than one hour eacn. Ninety- 

three percent of the respondents felt that '.0% or less of all 

PACs were inaccurate (Table 50). The major uses for PACs 

illustrated in Tables 52 through 55 in order of importance 

were performance appraisal, required reviews, promotion, 

instructing employees, and recruitment. 

Ninety-one percent of all respondents in Table 58 replied 

that the position classification process is simplified under 

the Demonstration Project. Ninety-one percent also felt that 

the classification process takes less time under the Project 

(Table 59). Sixty-five percent responded that classification 

is better understood under the Project in Table 66. Seventy- 

eight percent of the managers responded that they are able to 

make other more productive uses of their time now (Table 67). 

Tables 72 and 73 show that a majority of managers spend a 

decreased amount of time preparing PACs to be classified, and 

negotiating about their classification with Personnel 

specialists. Sixty-eight percent felt that they are spending 

more time now on performance planning (Table 74). Perfor- 

mance reviews and monitoring are on the increase according to 

77% in Table 76. Pay decisions, aware recommendations and 

Performance Review Boards use up more time now according to 

64% of the respondents in Table 77. The majority of other 

supervisory functions relating to personnel management are 

reported as unchanged by the Project. 
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Seventy-six percent of the managers responding in Table 

79 felt that the overall net change of the Demonstration 

Project is an improvement over the old system. The 

contribution of performance planning to mission 

accomplishment is reported as greater under the Project by 

62% of the respondents in Table 80. Setting of objectives, 

monitoring of performance, and annual performance ratings are 

viewed as beneficial by over 85% of the respondents in Tables 

81, 82 and 83. Fifty-nine percent view the linkage between 

performance evaluation and pay as beneficial (Table 85). 

Communication of performance expectations is up for 62% in 

Table 88, and 66% feel that employees know more about what's 

expected of them now in Table 89. Over 70% responded that 

performance plans help to identify employee training needs, 

and to deal with performance problems in Tables 96 and 97. 

Table 99 reports that 77% of the managers responded that 

the Demonstration Project is seen as beneficial to their 

overall supervisory performance. Table 100 concludes the 

questionnaire results with 78% of the respondents stating 

their preference for the Project. 

In relation to the specific hypotheses listed in Chapter 

IV, the contingency tables located at the front of Appendix B 

confirm hypotheses one, three, four, and six. These null 

hypotheses are as follows: 
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H^: Those respondents who were supervisors at the time of 
entry into the Project found the new system to be an 
improvement. 

H3: Managers feel that they are making other, more 
productive use of  their   time  now. 

H4: PACs are more accurate than position descriptions were 
under   the  old   system. 

Hg: The Project performance evaluation process makes a 
greater contribution to mission accomplishment than 
the  old  system. 

Hypotheses  two and five were disproved by the analysis. 

The   following  alternate  hypotheses  were proven: 

H2A: There is a difference between the level of 
satisfaction with the Demonstration Project for the 
major   occupational  groups. 

H5&1 PACs are not considered to be more useful than 
position   descriptions. 

Scientists/Engineers and Administrative Specialists 

reported a higher satisfaction rate with the Project than did 

Technical Specialists and Technicians. It should be noted 

that there is a high correlation between the two groups 

comprising a majority of the Project participants and the 

higher   satisfaction   rate. 

Regarding the relative usefulness of PACs, the majority 

of the respondents indicated no improvement over the 

usefulness of position descriptions under the old system. 

This tends to negate the importance of increased accuracy of 

PACs. 

The overall results of the managerial survey have been in 

favor  of the Demonstration Project.      While   some   improvements 
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were reported in the total position classification process, 

the end result of that process (PAC) was not found to be any 

more useful than its predecessor; however, the performance 

planning process was viewed as very beneficial in several key 

areas of importance to managers. Mission accomplishment is 

enhanced, communications are increased, and the plans are a 

useful tool for identifying training needs and handling 

employee performance problems. 

Several constructive suggestions were provided by the 

respondents as an addendum to the survey data. Some managers 

recommended chat the decision to award a pay raise should be 

made without the constraint of a pay guideline. Others 

question the value of awarding pay raises solely in 

recognition of performance. A need arises for some mechanism 

to protect the equity of salaries for current employees 

against the higher entry level salaries that are offered to 

new hires. Some suggestions came out in favor of avoiding 

further attempts to regulate the pay system with the addition 

of midpoint constraints. These issues warrant further 

attention by the Task Teams, Steering Committee, and internal 

evaluators. 

44 



VI.  CONCLUSIONS 

I 

This paper has presented a broad overview of the 

conceptual framework for a Demonstration Project. The 

current Literature was researched and selected relevant 

theories were presented. Examples of other approaches to the 

practice of performance evaluation were presented and 

described. Through the development, administration, and 

analysis of survey data specific hypotheses were tested and 

attitudinal information was collected about the impact of 

this Project on managers  at  the Naval Weapons Center. 

In this concluding chapter, the results of this study are 

reviewed so that it may serve as an executive summary for 

readers interested in a recapitulation of the highlights of 

the study. For a complete breakdown of the survey data, 

Appendix B  should be  examined. 

Much of the current literature presents evidence in 

support of a participative approach to the design, 

development and administration of performance evaluation and 

pay systems. Communication is stressed as an important 

ingredient to the success of such an approach. Equity is 

also considered to be a key variable to the successful 

operation of performance-based pay systems. A high level of 

trust  is needed between employees and management  in order   for 

I 
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performance-based rewards and significant changes in pay 

administration to be accepted. A clear relationship between 

performance standards and behavior that is rewarded is 

essential to that acceptance. The use of a participative 

approach,    therefore,    is  not   in  itself  a guarantee of success. 

The survey results from China Lake show that, overall, 

managers prefer the Demonstration Project to the pre-CSRA 

approach to personnel management; however, there are some 

specific areas of concern that evidence the need for further 

attention. Acceptance of the Project is not equal among the 

major occupational groups. Scientist/Engineers and 

Administrative Specialists are more satisfied with the 

Project than are Technical Specialists and Technicians. This 

may be indicative of a need to reexamine the specific 

concerns  of   those groups  which  are  less  satisfied. 

PACs are more accurate than position descriptions but not 

considered to be any more useful. There appears to be very 

little recognition of any relationship between a PAC and a 

performance plan, which contains specific expectations about 

how the job is to be done. Also, PACs are not used any more 

frequently than position descriptions, and the major reasons 

for their use are the same as for PDs with the exception of 

the addition of the use of PACs for instructing employees 

about the work. Line managers are still the usual authors of 

PACs,   in  the  majority of cases,   but they now  spend  less  time 
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preparing PACs and getting them classified than under the 

pre-CSRA system. 

While a reduction of managerial time spent on position 

classification is evident, the net change in time spent on 

personnel management functions is not significant due to an 

increase in time spent on performance planning, monitoring 

and review, pay and award decisions. Managers consider the 

increased amount of time spent on setting objectives, 

monitoring performance, and preparing annual performance 

ratings to be beneficial in accomplishing their supervisory 

responsibilities. Performance plans are seen as useful in 

identifying employee training needs and performance problems. 

We may conclude then that a majority of managers consider 

that their time is better spent under the Project in terms of 

productive outputs. 

Finally, the cost-effectiveness model illustrates 

comparisons of data about the investments for managers in 

terms of manhours and salary, and the resulting levels of 

effectiveness in terms of their performance as supervisors 

both before and after the implementation of the Project. 

Again, it must be noted that the only obtainable data in 

terms of manhours and effectiveness pertains to the position 

classification function. This data is not entirely reliable 

based on the fact that it was necessary for respondents to 

recall from memory their experiences under the old system. 
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Nevertheless, it is clear that managers do not find the 

position classification process to be a positive contributor 

to their supervisory performance. Rather, they view it as a 

task that must be done in order to recruit and promote 

employees Time saved in the position classification process 

is primarily useful to managers because they are now able to 

devote  that  time  to more productive  activities. 

One final reference that I would like to cite to put the 

results of this study into perspective comes from a very 

recent publication based on studies of some of the more 

successful firms in the United States. Peters and Waterman 

point out that when an organization fails, that failure is 

seldom attributed to a lack of concern for people o the part 

of management [Ref. 16]. The most successful companies, 

however, look to people to increase productivity rather than 

to financial controls or technology. These firms are 

characterized by a tough approach to management, but that 

approach is enforced by shared expectations and peer pressure 

rather than by elaborate control systems. No one particular 

approach to management can guarantee success indefinitely. 

Overreliance on systems and mechanisms alone cannot enhance 

true   productivity. 

My reason for ending this study with Peter's and 

Waterman's thoughts about productivity is to reinforce the 

importance  of  paying   attention  to  people  and   their   needs   for 

48 



recognition. It would be very risky to expect an elaborate 

system such as this Demonstration Project to successfully 

meet those needs. Such a system must be kept flexible in 

order to be responsive to the needs of people, and to 

managers in particular, for it cannot ever become a 

substitute  foe  good  judgment  about  how  to supervise  people. 
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APPENDIX A 

SAMPLE QUESTIONNAIRE 
DEPARTMENT OF THE NAVY 

NAVAL WEAPONS CENTER 
CHINA  LAKE. CALIFORNIA 935SS IN   RCPLY   PEFEH TO 

10 Mar 1933 

MEMORANDUM 

From:   Technical Director 
To:    Demonstration Project Supervisors and Managers 

Subj:   Evaluation of Demonstration Project 

End:   (1) Questionnaire regarding personnel functions performed by 
supervisors and instruction and answer sheets 

1. A critical portion of the evaluation of the Demonstration Project 
will be an assessment of its impact on supervisors' involvement in 
personnel management functions. As a Demonstration Project SuDervisor 
or Manager, you are being asked to help in this assessment effort by 
completing the enclosed questionnaire. Some of the questions ask that 
you estimate times spent on personnel functions prior to the beginning 
of the Demonstration Project in July 1980. Although we realize it is 
very difficult to reconstruct activities that long ago, we would ap- 
preciate your help in making estimates. 

2. Since this questionnaire (enclosure (1)) is being used at both NOSC 
and NWC, some questions will be specific to one or the other Center. 
This will be indicated on the questions. Please disregard those questions 
labeled "NCSC only." 

3. The completed questionnaires will oe processed by automated equipment 
which will sunmarize the answers in statistical form. Your individual 
answers will remain strictly confidential, and they will be combined 
with those of the other respondents. An optical scanning answer sheet 
and intructions are enclosed. Please return the answer sheet, along with 
any written comments, to Code 0902 at your earliest convenience but not 
later than 1 April 1983. 

4. Thank you for your cooperation in this effort. If you would like a 
summary of the results of this questionnaire, please indicate below. 

Name Code 

50, 
B.W. HAYS 



. 

Instruction Sheet for Answers to Questionnaire 

1. The answer sheet, General Purpose-NCS-Answer Sheet, is the enclosed 
yreen-colored sheet (one page with two sides). It is a standard, low- 
cost scoring sheet compatible with optical scanning equipment which will 
be used for tallying the responses. 

2. Ignore the left-hand portion of side 1 which starts with "name". 
This section will not be used and should not have any marks placed on 
it. 

3. Start by reading side 2 of the answer sheet which provides marking 
directions. Please use a No.2 pencil for scoring. 

4. Begin marking your choices from the questionnaire on side 1 of the 
answer sheet. Start with question 1. For example, if your answer is 
"4" on question 1, mark column "4" on the answer sheet for question 1. 

eoarate 
sheet 

5. If y?u want to add any written comments, enclose them on a se 
sheet of paper. Please do not write comments on the green answer 
as they will interfere with the optical scan tally. 

6. Please return the answer sheet (do not fold it) and any separate 
written comments in a guard mail envelope to Code 0902. Please do not 
return the questionnaire. 

7. If you have  any questions, contact Bob Glen (Code 0902) at extension 
3196 or 2434. Thanks for your cooperation and assistance. 
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DEMO PROJECT SUPERVISORS' QUESTIONNAIRE. 

This is a one-time data gathering effort.  Please consider 
carefully, and answer as to how the systems were or are actual ly 
working, not hew they should have been or should be working. 
See the enclosed instruction sheet for answering this question- 
naire. 

The use of the optical scan answer sheet has resulted in a rather 
lenqthy questionnaire; however, pre-testing indicates that 20 min- 
utes should be sufficient time for completing the questionnaire. 
Your responses are critical for valid overall evaluation results. 

1. What is your current classification? 
1. Scientist/Engineer (1) 
2. Administrative ,. .(2) 
3. Specialist " '. .(3) 
4. Technician (4) 

2. What is your organizational level? 
1. Branch or Unit Head (1) 
2. Division Head or Assoc. Div. Hd (2) 
3. Lcpartm^nt Head  or Assoc. Dept. Hdy . . . .(3) 
4. Director, Major Staff Office Head or Above .{4) 
5. Head, Program Office (5) 

3. V.'ere you a supervisor/manager in July I960 when N03C/NWC 
entered into the Demonstration Project? 
1.  Yes  . . .' (1) 
2 .  No    (2) 

4. If yes, were you 
1. At the same organizational level (1) 
2. At a lower organizational level (2) 

Classification experience prior to Demonstration Project-: 

5. In the organization which you supervised prior to 
July 1980, were GS position descriptions usually 
crafted or written by: 
1. Yourself (1) 
2. A lower level supervisor (2) 
3. A staff assistant (3) 
4. The employee (4) 
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In the organization which you supervised prior to July 1^83, 
about how many hours did you personally spend in drafting, 
reviewing, discussinq final preparation of or negotiating over a 
typical position description in each of the following categories? 

6.  GS-14/15 
1. Less than 4 hours (1) 
2. 4-0 hours (2) 
3. 9-16 hours (3) 
4. More than IG hours (4) 
5. None done at this level (5) 

GS-13 
1. Less than 
2. 4-8 hours 

9-16 hours 

4 hours (1) 
 (2) 

f 1\ 

More than 16 hours (4) 
None done at this level (5) 

GS 
i 

2 
-> 
4 
5 

•12 Scientist, Engineer 
Less than 4 hours (1) 
4-3 hours (2) 
9-10 hours (3) 
More than 16 hours (4) 
None at this level (5) 

GS-12 Technician, Administrative, Specialist 
1. Less than 4 hours (1) 
2. 4-8 hours (2) 
3. 9-16 hours (3) 
4. More than 1C hours (4) 
5. None at this level (5) 

GS-5/11 Engineer, Scientist, Technician, Administrative 
Less than 4 hours (1) 
4-8 hours (2) 
9-16 hours (3) 
More than 16 hours (4) 
None at this level (5) 

11.  Clerical/Secretarial/Assistant (NOSC only) 
1. Less than 4 hours (1) 
2. 4-8 hours (2) 
3. 9-16 hours (3) 
4. More than 10 hours (4) 
5. None at this level (5) 

S3 
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After final preparation, about how many working days did it 
usually take for final approval/classification of each of the 
following: 

12.  GS-14/15 
1. Less than 4 days 
2. 4-0 days . . . . 
3. 0-1G days  . . . 
4. 17-30 days . . . 
5. More 
G. None 

 (1) 
 (2) 
 (3) 
 (4) 

than 30 days (5) 
at this level (G) 

13, GS-13 
t. Less 
2. 
3. 
4. 
5. 
6. 

ban 4 days (1) 
4-0 days ( 2 ) 
9-1G days (3) 
17-30 days (4) 
More 
None 

than 30 
at this 

days (5) 
level (G) 

14.  G3-12 Scientist, Engineer 
  (1) 
  (2) 
  (3) 

17-30 days  (4) 

Less than 4 days 
4-0 days  . . . , 
9-16 days 

More tr 
None at 

da vi 

this level 
(5) 
[6) 

15.  GS-12 Technician, Administrative, Specialist 
1. 
2. 
3, 
4. 
5. 
G. 

Less than 4 days 

9-16 days 
17-30 days . 
More than 30 
None at this 

(1) 
4-0 days (2) 
 (3) 
 (4) 
days (5) 
level (6) 

IG.  GS-5/11 Engineer, Scientist, Technician, Administrative 
1. Less than 4 days    (1) 
2. 4-0 days . . (2) 
3. 9-16 days (3) 
4. 17-30 days (4) 
5. More than 30 days (5) 
6. None at this level (6) 

17.  Clerical/Secrctarial/Assistant (NOSC only) 
1• Less than 4 days 
2. 4-0 days . . . . 
3. 9-16 days  . . . 
4. 17-30 days . . . 
5. More than 30 
6. None at this 

days 
level 
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During a one year period, about how many position descriptions of 
each of the following types were prepared in the organization 
which you supervised? (Consider those needed for recruitment, 
reassignment,   update  for currency,   promotion,   etc. ) 

18. GS-14/15 
1. None (1) 
2. 1-3 (2) 
3. 4-10 (3) 
4. 11-20 (4) 
5. 21-40 (5) 
6. Over 40 (6) 

19. GS-13 
1. None (1) 
2. 1-3 (2) 
3. 4-10 (3) 
4. 11-20 (4) 
5. 21-40 (5) 
6. Over 40 .(6) 

20. GS-12 Scientist, Engineer 
1. None    (1) 
2. 1-3     (2) 
3. 4-10    (3) 
4. 11-20 (4) 
5. 21-40 (5) 
6. Over 40 (6) 

21. GS-12 Technician, Administrative, Specialist 
1. None   (1) 
2. 1-3 (2) 
3. 4-10 (3) 
4. 11-20 (4) 
5. 21-40 (5) 
6. Over 40 (6) 

22. GS-5/11 Engineer, Scientist, Technician, Administrative 
1. None (1) 
2. 1-3 (2) 
3. 4-10 (3) 
4. 11-20 (4) 
5. 21-40 (5) 
6. Over 43 (G) 

23. Clerical/Secretarial/Assistant (NOSC only) 
1. None    (1) 
2. 1-3 (2) 
3. 4-10 (3) 
4. 11-20 (4) 
5. 21-40 (5) 
6. Over 40 (6) 
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24. How inany position descriptions in your organization 
typically out of date or inaccurate? 

1. None (1) 
2. 1-10% (2) 
3. 11-25% (3) 
4. 2G-50% (4) 
5. 51-99% (5) 
6. All (6) 

25. Were any inaccuracies primarily: 
1. Major (1) 
2. Minor (2) 

26. l/hat was the major reason for not updating 
position descriptions: 

1. It took too much time (1! 
2. There was no payoff (2) 
3. Didn't want to jeopardize employee's GS 

rating  (3) 
4. Accuracy of P.u.'s  wasn't important enough to 

spend the time and effort updating them. . .(4) 
5. Not applicaole (5) 

were 

27. On the average about how many time:; per year did ycu 
actually use or refer to an established position 
description in your organization? 

1 .  '.'ever (1) 
2. 1-2 times each (2) 
3. 3-5 times each (3) 
4. More than 5 times each (4) 

28. - 31. What were the major purposes for referring to a PD? 
Use answer sheet items 20-31 to indicate up to four purposes 
1. Performance appraisal (1) 
2. Instructing/Guiding employees (2) 
3. Required reviews (accuracy, currency, 

position management report, maintenance 
review, etc.) (3) 

4. Position management decisions (4) 
J.  Manpower planning (5) 
(>.      lU'CTuitmont (preparing and/or requesting 

certificate)    (6) 
7.  Refer to when making assignments  (7) 
Q.  Promotion (0) 
9.  Reassignment (9) 

10.  Guideline for writing similar PDs (10) 
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32. In general, how useful were the position descriptions 
to you? 

1. Very useful (1) 
2. Moderately useful (2) 
3. Not useful (3) 
4. Irrelevant (4) 
5. Interfered with my   job accomplishment     .   .   .(5) 

33. In  general,   how   well   informed   or   involved   in   position 
description preparation and the classification process were your 
non-supervisory employees? 

1. Little or no involvement/knowledge  (1) 
2. Understood what a P.D. is and its primary 

uses (2) 
3. Thoroughly understood the process (3) 

Demonstration Proiect Classification Exnerience 

34. In the organization you now supervise, are Level/Specialty 
Designators (NOSC) or PACs (NWC) usually drafted or written 
by: 
1.  Yourself (1) 
2-     A lower level supervisor (2) 
j.  A staff assistant (3) 
4.  The employee (4) 

About how many hours do you now spend in preparing, discussing 
negotiating over a typical Level/Specialty Designator (NOSC) or 
PAC (NWC) in each of the following categories? 
35. DP-IV 

1. Less than 1 hour   (1) 
2. 1-3 hours (2) 
3. 4-8 hours (3) 
4. 9-16 hours (4) 
5. Over 16 hours (5) 
6. None at this level (6) 

36. DP-III 
1. Less than I hour    (1) 
2. 1-3 hours (2) 
3. 4-8 hours (3) 
4. 9-16 hours (4) 
5. Over 16 hours (5) 
6. None at this level (6) 

57 



37. DT, DS, DA, III 
1. Less than 1 hour (1) 
2. 1-3 hours (2) 
3. 4-8 hours (3) 
4. 9-16 hours (4) 
5. Over 10  hours (5) 
0. None at this level (6) 

38. DP, DT, DS,   DA Levels A, I and II 
1 •  Less than 1 hour    (1) 
2. 1-3 hours (2) 
3. 4-8 hours (3) 
4. 9-1G hours (4) 
5. Over 16  hours (5) 
6. None at this level (6) 

39. Clerical/Secrtarial/Assistant (N'osc only) 
1. Less th.in 1 hour (!) 
2. 1-3 hours (2) 
3. 4-8 hours (3) 
4. 9-16 hours (4) 
5. Over 16 hours (5) 
6. None at   this level (6) 
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After final preparation, about how many working days does it 
usually take for final approval/classification of each of the 
following? 
40. DP-IV 

1. 1-3 days   (1) 
2. 4-8 days   (2) 
3. 9-16 days (3) 
4. 16-30 days (4) 
5. Over 33 days    (5) 
6. None at this level (6) 

41. DP-III 
1. 1-3 days    (1) 
2. 4-8 days    (2) 
3. 9-1G days (3) 
4. 16-30 days (4) 
5. Over 30 days (5) 
6. None at this level (6) 

42. CT, DS, DA III 
1. 1-3 days   (1) 
2. 4-8 days    (2) 
3. 9-16 days (3) 
4. 16-30 days (4) 
5. Over 30 days (5) 
6. None at this level i6) 

43. DP, DT, DS, DA Levels A, I & II 
1. 1-3 days (1) 
2. 4-0 days (2) 
3. 9-16 days (3) 
4. 16-30 days (4) 
5. Over 30 days (5) 
6. None at this level (6) 

44. Clerical/Secretarial/Assistant (NOSC only) 
1. 1-3 days    (1) 
2. 4-8 days    (2) 
3. 9-16 days (3) 
4. 16-30 days (4) 
5. Over 30 days (5) 
6. None at this level (6) 
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Under the Demo, during a one year period, about how many PACs 
(NWC) or Level/Specialty Designators (NO  ) of each of 
the following types are prepared in your organization?  (Consider 
those needed for recruitment, reassignment, update for currency, 
promotion, etc.  Do not count those prepared for entering 
employees into the Demonstration Project initially.) 

45. DP IV 
1. None (1) 
2. 1-3 (2) 
3. 4-10 (3) 
4. 11-20 (4) 
5. 21-4B (5) 
6. Over 40 (6) 

46. DP III 
1. None (1) 
2. 1-3 (2) 
3. 4-18 (3) 
4. 11-28 (4) 
5. 21-40 (5) 
6. Over 40 (6) 

47. Of,   DS, DA III 
1. None    (1) 
2. 1-3 (2) 
3. 4-10 (3) 
4. 11-20 (4) 
5. 21-40 (5) 
6. Over 40 (6) 

40.  DP, DT, DS, DA Levels A, I S> II 
1. None    (1) 
2. 1-3 (2) 
3. 4-10 (3) 
4. 11-20 (4) 
5. 21-40 (5) 
6. Over 40 (6) 

49.  Cleric.il/Secretarial/Assistant (NOSC only) 
1. None (1) 
2. 1-3 (2) 
3. 4-10 (3) 
4. 11-20 (4) 
5. 21-40 (5) 
6. Over 40 (6) 
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50. . About how many Level/Specialty Designators (NOSC) 
PACs (NWC) are inaccurate or out of date 
in your organization? 

None   (1) 
1-10% (2) 
11-25% (3) 
26-50% (4) 
51-99% (5) 
All (6) 

51.  Do you use L/SD's (NOSC), PACs (NWC)? 
1. Less often than P.D.'s (1) 
2. About the same as   P.D.'s (2) 
3. More often than P.D.'s (3) 
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1. 
2. 
3. 

4. 
5. 
6. 

9. 
10. 

For what purposes?  (use answer sheet lines 51-54 
to indicate up to 4 major purposes) 
Performance appraisal (1) 
Instructing/guiding employees 1.2) 
Required reviews (accuracy, currency, position, 
management report, maintenance 
review, etc.) (3) 
Position management decisions   ( 
Manpower planning ( 
Recruitment (preparing and/cr requesting 
certificate ( 
Refer to when making assignments ( 
Promotion     ( 
Reassignment ( 
Guideline for writing similar PDs   ( 

5) 

6) 
-» \ < / 
S) 
9) 
10) 

56. In general, how useful are PACs (NWC), L/SD's (NOSC) 
to you? 

1. Very useful (1) 
2. Moderately useful (2) 
3. Not useful (3) 
4. Irrelevant (4) 
5. Interfere with my job accomplishment   . . .(5) 

57. In general, how well informed or involved in L/SD 
(NOSC), PACs (NWC) preparation and the classification 
process are your nonsupervisory employees now? 

1. Little or no involvement/knowledge  (1) 
2. Understand wh*t A L/SD (NOSC), PACs (NWC) is and its 

primary uses (2) 
3. Thoroughly understand the process (3) 
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flense  provide   your   Frank   opinions   below   in   light   of  your 
Denx3nstr.ition  Project  experience 

True 
Partially 

True 
Not Con't 

True  Know 

58.  Classification is simpler & 
more understandable 
than before. (1) (2) (3)   (4) 

59.  Classification takes 
significantly less time 
than before. (1) 

GiJ.  Classification paper work is 
significantly decreased in the 
Demo environment. (1) 

61. Demo classification levels 
are logical and reflect real 
world differences in 
difficulty. (1) 

62. Classification authority is 
responsibly exercised at 
this Center. (1) 

63. Conflicts/classification 
pressures are significantly 
reduced. 

64. Conflicts/classification 
pressures are eliminated. 

65. Position management is more 
important than before. 

66. Supervisors and employees 
understand Dt-mo classification 
better than the GS 
classification system.       (1) 

67. Other more productive use 
is made of my time and 
knowledge than under the old 
classification system.       (1) 

68. Relations between supervisors, 
employees, and personnel 
specialists are better than 
before. (1) 

(2) 

(2) 

(2) 

(2) 

(2) 

(2) 

(2) 

(3)   (4) 

(3)   (4) 

(3)   (4) 

(3)   (4) 

(i) (2) (3) (4) 

(1) (2) (3) (4) 

(1) (2) (3) (4) 

(3)   (4) 

(3)   (4) 

(3)   (4) 
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69, My personnel advisors now 
provide more productive 
assistance than before. 

TRUE 

(1) 

PARTIALLY 
TRUE 

(2) 

NOT DON'T 
TRUE KNOW 

13)   (4) 

In the personnel management areas listed below indicate whether 
you have experienced increases/decreases in work under the Demo: 

70. 

71 

72. 

74. 

75. 

76. 

77, 

ABOUT 
INCREASED  SAME 

Long range planning, 
manpower needs 
determination, position 
management. (1) 

Recruiting, interviewing, 
selecting employees.      (1) 

Classification:  preparing, 
reviewing PACs or L/SD"s 
instead of PDs. (1) 

Classification: 
•.vith personnel . 

negotiation 
' 1 > 

Planning work with/for my 
employees (including 
development of 
performance plans)        (1) 

Developing, coaching, on-the- 
job training of my 
employess. (1) 

Reviewing performance, mo- 
nitoring sessions, 
appraising performance, 
providing feedback to 
employees. (1) 

Compensation (e.g., pay out 
decisions, salary management, 
other monetary awards, 
performance review board 
meetings, etc.) (1) 

U) 

(2) 

(2) 

(2) 

(2) 

(2) 

DECREASED 

(3) 

(2) 

(3) 

(3) 

(3) 

(3) 

DON'T 
KNOW 

(4) 

(4) 

(4) 

(4) 

(4) 

(4) 

(4) 

(2) (3) (4) 
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ABOUT DON'T 
INCREASED SAME      DECREASED    KNOW 

78. Dealing with employee 
management  relations 
matters   (retirements, 
removals,   discipline, 
grievances,   appeals, 
etc.) (1) (2) (3) (4) 

79. Do you view the net change as an  improvement: 

1. Yes (1) 
2. tJo (2) 

03.  The GS/v;G performance appraisal system provided for "O" 
outstanding, "S" satisfactory, and "U" unsatisfactory ratings.  No 
perform.ir.ce planning was required.  In comparison, do you feel the 
Demo Project performance appraisal system contributes to your 
mission occomplishment? • ^ 

1. More than the GS/WG system . V ft) • 
2. About the same (2 ) 
3. less than the GS/WG system (3) 

Please describe the parts of the Demo performance appraisal system 
as follows: >-t      --t 

<tj 4J *3 -P 
•H C        Z S 
o     (3  s-i a     a 
a        ü  ü I        -5 

er is 

(5) 

«3 

•H 
S £ 81. Setting objectives/ 

performance planning. (1) 

82. Monitoring/review(s) (1) 

83. Year-end performance 
appraisal (1) 

84. Rating definitions (1) 

85. Linkage with pay (1) 

06.  Management review process (1) 

(2) 

(2) 
• 

(2) 

(2) 

(2) 

(2) 

<3 u a 

2 ö w 
4J a -H 4J 

(3) (4) 

(3) 

(3) 

(3) 

(3) 

(3) 

(4) 

(4) 

140 

(4) 

(4) 

(5) 

(5) 

(5) 

(5) 

(5) 

87.  in general, how much do you (or your 
subordinate supervisors) know about 
the work your employees are actually 
doing compared with what you knew 
under the GS system? 

MORE 

(1) 

SAME 

(2) 

LESS 

(3) 
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£8.  How much communication about work, 
expectations between the employees 
and supervisors in your organization 
is there now compared with before 
the Demo Project? (1) (2) f3) 

In general, how much do you. feel 
employees know about what is 
expected of them now as compared 
to before the Demo Project? (1) (2) (3) 

93, 

91, 

(SOSC)  The paperwork required • (Form N'CSC 12430/1), ^ 
Performance Planning Appraisal" is: 
1. Insufficient for my need  (1) 
2. About right •. (2) 
3. Excessive      (3) 

OrwC)  The paperwork required (NAVWPNCEN 12430/8) 
Performance Plan-Derronstration Project and 
(KAVWPSCEN 12430/9) Performance Assessment- 
Dencrstraticn Project is: 
1. Insufficient for my need (1) 
2. About right (2) 
3. Excessive    (3) 

Does the tine you spend on performance planning and appraisal 
under the Demonstration Project contribute to your accomplish: 
of the follcwina tasks: « 

ig rsnge planning« 

u 

(i) 

i-3 
•H 

| 
i 

(2 ->) 

c c 
•H       

U m   . •P     g £-* u      S •? Q 

älol 5 
(3) (4) 

•r.ent 
i 

(5) 

93. Determining manpower 
requ i rement s. 

94. '..'ork scheduling. 

95. Peporting to higher 
level management/sponsors 

96. Identifying training 
needs for employees. 

97. Dealing with employee 
problems. 

(1) 

U). 

(1) 

U) 

C) 
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(2) 

(2) 

(2) 

(2) 

(2) 

(3) 

(3) 

(3) 

(3) 

(3) 

(4) 

(4) 

(4) 

(4) 

(4) 

(5) 

(5) 

(5) 

(5) 

(5) 
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98. Predicting financial 
requirements 

99. Overall performance of my 
job as a supervisor/ 
manager. 

(1)    (2)    (3}    (4) (5) 

(1)    (2)    (3) (4)    (5) 

100.  Overall, would you rather work in the Demo environment than 
in the pre-July 1980 personnel management system? 

1. Yes (1) 
2. No (2) 

66 

I 



APPENDIX B 

COMPUTER DATA TABLES 

• 

XN 
.rise* 

M 
rns»* 
*o 

OS* 

a=z:* 
e-H 
z    * 
uz 

«** 
o 
scw* 

QS5* 
•<* 

E-«33* 

* 
«tu* 

fcit/lSS 
* OH       * 

!>0 
* ZBS* 

oww 
* HOiO» 

* «St/lC/1* 
-I      M 

* 3 * 
flO> 

* «SCUOl* 
EH3SE 

* C/K/1M* 
c/ioso 

* ons» 
KZW 

* uwfl* 

— P»<V) 
3rf 

aso 
fNin 

nrio 
^    t 

(NO 
© 

S 
o 
Q 
uJ 
tu 
05 
Du 

Hl 
O 
H 
W 
03 

* 
* 
* 

* 
* 
* 
* 
* 
* 
* 

• i i i 
<N I I I 

SC 
o 
Q n 
W 
cd 

O 

tu 
H 
os 

I m  •  •  • l •  •  • l 
i     voo*1«' i mocn i 
•                  i l 
i                  i • 

15 

c-i     S3 
O 
C-l 

—      3      — 

SC 
H 

O 
sc 
w 
Q 

t/l 
ca 

i i i 
i i i 
i mvoi/KN i r^oin«- i om 
lp   i   i   ilN   i   i   ilO   • 
I ^-l-OvOr- I       iTtro^ I CNfN 
i     aooor» i     r-<-«- t     oo 
i i i 
i t i 

in 
«-    at    M 

t/i 
z 
o 
EH 

> 
II 

I 
Hewei i 

nuuu " 
ZCMÜ4CL,   I 
s t 
U3iJt< I 
UOOO l 

03UH I 

1 

SShl 

NJO 

OH 
U 

D 
CO «0 
CG M o 
H >* 5= 

Cü 

1*1 
tN 
to    us 
a-a-w 

vommtn 

03^-»-CNO 

3   .     OO 
OOII      sz 
tn M 

n w II in 
M      03      C0 
EWrfWH 
UUDOE 

asoz 
wo   uo 
e-lMMM 
Uft-asfr-cs 
BHUHB 
case:     5=<n 
osuaoE 
OH«H[3 
utnosc/isc 

67 

/ 



Q 
W 

u 

X 

* 
o 
o* 

»* 
•p* a 

.OS 
c* 

r-O 

•H 
G >* 
oc 
•HO)* 

H-5 -\io 

OH «-eo 
05O vO 

H 

O 

(N I 

j (^ • i » 

..org 

OC 

HMHHHMMM 
I I 
I I 
I ^ON3  I fWl 

no 
(NO 

o 
> 
«s 
s 

5= 
o 

idO* 
os 

•Hd)# 

•H      • 

• rH      * 
<4JU t-1 

* o    m* 
•4-«M 

* CC41* 
0 0)1-4 

• •rlUQ* 
-t-'M 

• «9-ri# 
<-f U 

* 3 * 
X)      O 

» DBS» 

# Wr-<"3* 
UIOM-4 

# o>>«* 

* o a.a* 

O 
s 
w 
Q 
Db 
W 
IE 
tu 

I 
I 
P 
I 

HM 
• I 

•" I 
I 
I 

EH 
HO 
ZCu 
9 
o* 
uo 

M 

• 
I 
I 

HHHt 
I 

HH I 
UU I 
0<fti I ' 

I 
.JH   I 
OO I 

z 
«e 
cu 

C^CO«— CA 
PH • # § 
«-OC0S/ 

aovotfi 

• • • i 
fKNCM i 

I       »-«—        1        CM 
I I 
I t 
HMHHMMHH 
I I 
I I 
i oovoao i aoi—• 
I * . •  . i 
i [~o^in I 
i oo»-«- I 
i i 
i i 
MHHHHHHH 

I I 

cn(N 
t   • 

i i 
i i 
i r-<Nmao I 
i       i « • i 

i      r\]«-      i 
I I 
I I 
MMMMMM 
I I 
I I 

to 

-4 

o 

»-    o 

I I 
000*0 I 

I    I-        I 
I I 
I I 
-HHHHMH 
I I 

O • 
(MO 

00 

« 
OBM 
f| 
<-GM 

tO 
(N 

to 
(a 

II w 
OB 

xo 
OW 
ZQ 

>ou 
«Of! 

s    us 
HZOSH 

«fJfiiM 
PUS   at 
OHM 

1-4 

6-1 tou 
HV 
H0> 
ze 
ca-H 
MO» 
OCi 
too» 

(NW 

H 
10 

s 
o 

m 

H 
10 
M 
~J 
«8 
M 
O 
w 
cu 
to 

z 
«S 
H 
o 
(-I 
z 
s 
o 
w 
H 

ZU 
JCi« 
SH 
MO 
OH 
U 

04 

10 
z 
O 

t) 
«e 
> 
as 
H 

ooto 

_(/liiJUf if> o 
»Kioor-ro 
©«     en   .C3 

• _ie>ooz 
tn   w •   M 
r\liJMH'rl II 10 

OO CO 
'-'Z « II W M 

UOi     OS 
oosxuz 

taw    ««OO 
OKSSH 

PHSOK^OS 
H SIOMW 
3MM     SS 
OMZMOS 

WHKHD 
(NOSOIOZ 



•-) 000 Oir- r-o 
3<C 0 • 3- • in 1 

Of 
ceo 

(NO 
CO 

<r (NO 
0 
t«« 

-1 
MMMMMMMMMWMH M • 1 1 w 
=T 1 

1 T-*n«-cr» r»mcM~ 
1 
1 000 

0 

H |r   1   1   1 . . . 1 r-   • a 
•   * 1     m«-* •rfaocN 1      1— as 
zo 1             .O «-in 1 H 
oc 1 1 U 
QJ<! 1 1 M 

MMMMMMMMMMMM a> 
• 1 1 X sc 

pr> 1 
1 oa-r-r- ur.fvjroCT» 

1 
1 iTj-O 

W O 
a 

1 ro   •  •   • • .  • 1 1*)   . M y 

0 1       :fC"l«- o-=r«- 1     ci > H 
ens 1       fOO»- «—T— t     «— <o as 

* on 
Z+J 

1 
1 

1 
1 

X 
<N 

# X!t»# MM HMM MM MM M HIM t/> mc*. • 1 1 .-, •a-o 
* no o>* <N 1 1 M « 

» a 1 (Nrscoro «MincMr» 1 3-0 « rOtrt 
* •H* 1 a-  » t  . r* • •  1 1 in • Ü M     •* 

>*-> EHQ) 1    or»\o a-CN* 1    *— II w # l-l      * 35 3 
•X M 

1     rip* <- 
1 

'Mt^l 1    ~* 
1 

Q 
M 

-    11 
XC5 * SB* L-U-M 1 1 H. U«     V] 

<D MMMMMMMMMMMM < 2Q     Z 

* <«-i# 
OO M 

• 1 
1 

1 
1 

> W         O 
on    M * a    * z: 1 inr-m^o tnor»r^ 1 OS» W 01        E-i 

']> <1> H IIN   •   1   > IS  1   1   • 1 in • S W33      «* 

* TJ>O* Ei W 1 «—omco «-.OC* 1 «-CO EH • WEH     > 
IÖ rr*t 3 1       ^OCOst m«- 1    in ofeH    as * VI s* 6-i as 1 1 ft. •      3      (U 

fl (j E-i 1 1 OinM    »-i/i 

* W* »a co«-m 
M-rl 1 1 «JEWr-O 

* U      # H^H 1 *<uo<- 
4J Oi U) fc-iCJCJU 1   • • ZM IflK      «-   «O 

* OH Ul# ZJOJOIOJ 1 T— CM £•< •EHQOOZ 
> 9 s 1 SM CN w   •    M 

* 13 M      * 
OKU 

03ME-I 
uooo 

1 
1 

MC 
OEH 

«-WJE-IVO 11 tn 
COO           VI 

* •H a,<r* «sue* 1 L> "-WW It «M 
+J 3-S •JO,    cjsc 

* (OK-P* ao MWZ 

* 

# 

rH      O 
3         * 

ITj  CLIP» 
C9B 

> 
a« 
s 

T 
OF
 

Ö
E
N
C
Y
 

M
U
H
 
E
 

S
Q
U
A
R
 

I
F
I
C
A
 

ER
 
O
F
 

* «J t/)-H# 
UJM-P 

as    W O • 30H      5BCO 
OMZHUE 

* M 
«HSHS 

* ua»o# 

•• 

69 



ae«s 
OE- 
OSO 

H 

<N   t 
(M 

tfYtJ- 
00    t 

00 
CO 

0' 
in 

in 
IN 

tfW» r~vc cirn rno 
Mt «—   • • CM   • 

in r> «- CM© 
«•• o 

OB .ß 
o 
aSln 
CuO 

as 
0>*-i 
EH+J 
O W 
W 
OSf- 
M (0 
a a 

• i i 
in i i 

I 0M3'*-CTN I CM.»«-Cn 
I •    •   • I •   i    • 
I       r-«-© I       CM«-© 

HHMHHHHHhHH 
I I I 
I        I        I 
i ino>cocM i a-^rcNoo i 

MMMMMMMMMMM 
t  I I 

sr 1 I 
IOOOOI^Nfl* 
I .til         ••• 
I ©©O I       «-C0O 

'I I         CO 
I I 
I I 

MMMMMMMMI- 
•  I I 

-0 I r 
I OOOO I 9M8NO 

I 0Or>CM I "-NT-  I 
I CM       t «-CM       t 
I I I 
I t I 
-«MMMMMMMMMM 
I I I 
I I I 
I i-corn* i oOoo I 

MMMMMMMM 
I I 
I I 

;*incMoo i <-rnoa I 001- 
•     •     I   I I     •     I   I   T-     • 

COCM«— i     mm© t     oo 
CMCM       I       CO I 

I I 
I I 

^HHHHHHHHH 
I I 
I I 

coa-1 ©oo© i com 

* 

* 

* 
* 

# 

* 

&*   * 
X> 

CM      # 

i    «-co© i    ooo i 
I CO       | I 
I I I 
I I I 
M M M M H H H H M M M 
I I I 
I I I 
i CMIOSO^ i cit^a'Cri i 

i-er> 

in 
i 

i i i 

mo i     oo© i     «• 
CO      I I 

I t 
I I 

HHHhHHHH 
I I 
I I 

OOOO I oooo I mno 

00>3 

M 
o 

* 
• 

w 
HCM* 

OOO I 
t 
t 
I 

MMMMMMMMMMM 
• I I 

CM  I I 
I  lOCMOOC» I in^OCM 

mino i 
•-     i 

i 

i coino i 
I •-    i 
t • 
i i 
H H H M M M M M M M M 
I I                         I 
I I                         I 

ooo I in 
i 

OOO I 
I 

I I 
I I 

H H H M HM M MM M 
I I 
I I 

CMCOCOC^ i i— cokasr i «—» 

CM 
1       CMO>CM 
1       CM 
1 
1 

CM— *" 1 
CMü-i-  1 

1 
1 

©r»r» 1 
rocM     I 

1 
1 

aovoa- i 
;N«-     I 

i 
i 

r-COO 1 
«-            1 

1 
1 

CO«-© 1 
CO             1 

1 
1 

03      * 
OiJ 

u> 
ZM 

H4 
* tu«:* 

* o     <->• 
03M 

* BWH* 
oco<: 

* •rISN* 
•POM 

* IdBZ» 
r-l      «C 

* 9      C3* 
xi co as 

* <0QO* 

* wo   * 
«JUS» 

* O-SCU* 
MZ=5 

# (JMt0# 

E-)TJ 
Oi (0 
CO 0) 
Q.J3 

• 
O 
M 
CO 
M<T3 
> (0 
M HI 

• I I I I I 
•-  I I I t I I I 

x        i oi:»ooin i coinmin i <--^CMCTI I cncoaotn i ©aoocrn I i-coooa- i 
O I*—   iiil^»ii|fOii»|r"   iii|«—   t   i   rl •   •   • | 

»   z>a     i    o»ooi    \or»<- i    m^-ro i     »«•oo i    aor>3 f    coo© i 
a.    «e <o     i     f>t-     i     inncM i     in CM.«- I     in«—     i     in        I    fl        I 
3  «ID  I        I        I        I        I        I        I 
L0  «-G  I        I        I        I        |        I        I 
MMMMMMMMMMMMMMHMMMMMMMMMMMMHMMMMHMM 

I I I I I I I 
HMfH I 

HCJOO I     • • • • • • 
ZdjOiOi I «— CM CO * in M3 
= I 

OOOO I 
03O6H I 

COS- 
CM   I 

in 

Zl-J 

MO 
OEH 
o 

>J 
w 
u 
D 
(U 
E-i 
o 
w 
a. 

w 

w > 
-a! 
x 

to 

M 
w 
o 

H4 

> 

X 
6H 

z: 
o 
Q 

OO 

oto 
I« 

OB 
us 
u> 

il -, 
o 

>" 
uo 
ZCM 
w 
s 
oo: 
«6i 

o 

to 
z 
o 
M 

1 

to »« »* »« 
o *e m o ai 
Cu u o CM in en 
u z «— 1 i l M 
U o 1 «— (4 «— •J *: z I— CM in "C 
z 

CM  .OSM    > 
OOi.3      » 

• s£ tu 
—iniJCAvoto 
«j<     M90C3 
f- ZWvtlCMCJ 

«OS     COOO 
vDHU   •      Z 

WJ      M 
*-V)E-i<N H to 

too       10 
OWH II WH 
COt-]0<     OB 

xwz 
pL,>«pL)aa««(x4 
oo    ««oo 

ZSSM 

ODCWHW 
OOIM      ZCQ 

WZHOE 
OIKHSHD 
(Ml^SCOtOZ 

70 



J 0>:tf mm 
9«e in   # co • 
06-> *-<N oi 
05O vO (*•> 

E-t 

<NP- U-IO 
in t 
CM© 
© 

HHHHHHHHHHHHHHHHHHHHHH 
t » I I I I 

05 JZ 

Ob 
«en 
OiO 

H 
OS        • 

um 
w 
03-r-i 
H(0 
Q a 

I 
I 
I 
I 
I 

I I I 
morn© i «-rnrojf i oooo i <nin 

oooom i 

i 

• • • i 

i 
i 

©in© i 
i 

ja 
* 
* 

o 
*    m 

in    * * u 
* id    * 

* fM» 

»       +J      * 

* U 0)* 
3> 

* UOI» 
yrH 

* (0     # 
HiH 

* -H<0# 
'4-1       Ö 

* 0-»-> O* 

E-4T3 
Oi it] 
U 0) 
O.J3 

SB 
O    C 
M 

M«0 
>i0 
M til 

i-\ßrosr 

I I 
I I 
i ourp-oo i oooo 

• • • i ^ « 
ooo i    r- 

i 
i 
i 

©COO 
.   .   • I 

MMMMMM 

o©o 

• • » 
mOOCJ 

MMMMMH 

ro   •   •   • 

cMin*- 

H MM MM 1-4 

BB 
U 

>     SETS 
04 
©      OS 
t/J     m.c 

HHMM 

IS 
o * * * 

(N-.0O I 
v0       I 

I 
I 

MMMMMMMMMM 
I I 
I I 

i «ill   • • • 
i r—VOCN i  iflino 
I a-  i  *»*• 
I i 
i i 
MMMMMMMMMM 
I I 
I I 
I icmniN i roococN 
i M i . . i • i • 
i     »-^-o I     in^*- 

I I 
I I 
MMMMMMMMMM 
I I 
I I 
I 300m I \00(D3 

I I 
I I 
I ©OOO I C1CN 
I       • t • I       I 
I      OOO I      «- 
I I 
I I 
I I 
-IMMMMM 
I I 
I I 
' OOOO I  "1«- 
I       till»-. 
I       OOO I       ü-1 
I I 
I I 
t I 
-WHHHH 
I I 
I I 
i ©ooo i fir» 

i oo© I 
I i 
i i 
i i 

MMMMMM 

•4 
H 
U 
a 
SH- 

EW 

O 
w 
a, 

W O 
Q 

W a 
S» S3 
< 25 
X &H 

>-) 
w 
CJ 

CNO 

(N 

=f    •    •    .  I 
rnoor- i 
in<N^-1 

I 
i 

omcN 
m 

* c 
O 

• -H 
•4-> 

* 10 
rH 

• 3 

* ifl 
*-> 

* W 
» 

# o 
M 

# O 

om 
UN* 
47-H 
U-C* 

to 
o* 

uu 
oo# 
«J 
a   * 
H > 
1-1 U** 
(1) 9 

tiUUU 
9sa<aiO< 
© 

oooo 
03CJ6-" 

MMMMM 
I 

MMMMMMMMMM 

I 
I 
I 
I 
I 
I 
I 
I 
HHHHHH 
I I 

I 

T-ova^ t r»*o 
• • t i in • 

oo© i *»«» 
© I       *o 

I 

in 
»fcH 
t-JO 
OEH 

03 
W 
a, 

© 
in 

I 
en 
( 

©in 
«CO 

©DO 

II C5 
U 

»a 
u 
zrM 

© 
OX 
WE" 

&-. IOSH 
OOPuS 

W 
X 
EH 

II 

IB 
o 

En 

> 
as 
w 

 in>-iocD (/•) 
te    >jpnmo3 

••«ura 
OX    t—   »IS 
\OE-"Q   «OÄ 

1*4»-     H 
^—VJE-i^ II VI 

tnu       in 
OWWII UH 
csiiJOi    on 

XWSB 
tM ?H tu 03 "S H-i 
ou   «uo 

SBESH 
HMSOHV.Q3 
S3EWH« 
OOH      9B© 

WZHCS«: 
INBHBH3 

71 



i-l          J-LH invo mo CNO 
3«C             3-    • "i • p» • in • 
OH             p> ^•co en MO 
MO              •" m (N O 

H r- 

HMt-iMHMMHMMMMMMMMM 
.1                                                  •                                                   •                                                  • 

£     in 1 i 1 
i 

<n3     i maooDfN i <7*r-srvo 1 P-vßOOOO i CT\m 
05.1=       1          i   •   • i      • • • 1         •   •   • i«- • 
C3           1      vßin^ i     vor-m 1       (TivOCN i    r- 
Ofa      •          •" 1        a- 1          ro t 
OSO-        1 l 1 i M 
ao    • t 1 I i~1 

HhHHHHHHHHHHHHHHH H 
OS        i 1 1 • i U 
OM-t»  • • 1 i 
e-i-p    i oooo i 4—r-ma- t cNr»r»co t C><N Q 
CJ W      1         •  •   t i      • • • i      t . • i      • 04 
W         1     ooo 1      OroO 1       r\HOO i     •" EH 
OST"!      1 l         m 1            vo i U 
M id     I 1 I I H 
a e     i i i i 04 

X 
• i i I i w       ac 

-0  1 t i i n 
i ^»-aovo 1  COCI tOC-i 1  <-3-(~-d' 1 f-><N >-M          Q 
l       » t . i           •   •   • >           •    .    . 1 '-   • s>         W 

tua    i    (Tio^- 1      iTIt-rO (    »-r*o f    m <           W 
OJ (0     l         m 1          u3 i I X          03 * >i    * 

XI 
Uli     i 
Qj3      1 

1 
1 

i 
i 

i 
i to    a- 

* * MMMMMMMMMHMMMMMMH l-J         (N&4 
i— 85         •  1 1 i i •-)   mo 

* in    * O      (N • 1 • i Cd        t 
4» M        i romooi i r-)f»vof~ i r-mar- 1 <N>43 u    ©io    *" 

* * to        !»-••« i m  • •  • l «•• •  •  • 1  vO    • W    f- 
m i-ca     i    cn^-in i    C-H-<N i    rnr>vo 1       «• Q       MM 

* 
(0 

> io     i     ;NCNI 
i 

1       fMCM 
I 

1      M 
I 

M as ii 
•4    xo 

* U<     * ÖJ-I       1 I I 1 <«    cjw    to 
HhHHHH •1HHMHHHHHH -I >      Zd      Z 

* CD CM* 
mm 

t 1 1 
1 

t 
I 

1 
1 

w        O 
«      13C0      M * 3      * 33        i aminin i inocoi^ i voor-m i mm 33      CH          E-l 

cH U            |(N   i   •   i 1 CO   •   •   t i a- • t t t m • H     «33     •< 
* 3o>* »    as"a     t     ^ificyi (     ciari-i 1       fOCTlCO i «•»«- • C3E-I     > 

o> 
3      KlJ       1 

I     ijsinrn 1       vO<N«- 1       vO liiObH      OS * >i<D* I 1 1 O   >      3     tM 
i-\ 10      UJJ5       | 1 1 I mi-i    rnto 

* O     * MMHMHtHMHMMMMMMMMHMMH Ä     .JOCnCQ 
TJ.H 1 l 1 1 KtZM»OU 

* 10* E-itne-i l o««umui 
ucc HUUU1     . • • SBtJ • x   m »o 

* o«o* za.a-a. I — fNW ro 3C«S OHQINOZ 
•t-'-rl =>                  1        V) • IO SGH »    H  t    M 

* C*-I4J* 03»ME-I 1      Q «c a MO coe-tp» II o 
O O (0 uooo i    a. 10 04 OH ~W1U          (O 

*-W     N* osue-i i u NH II UM 
V »-H • M Z LOHJOI      L>Z3 * «oo* a 33 a »-    xwz 
1-4-= <TJ • H B XWiBÄta 

* 3      O* H EH oncj    «euo 
A     M 10 H oaeoH 

* «J (OO* U     OT a « usowuaa 
+>o ««     CO o « EnSjCtOMW 

* U1«J     * 04      w • o BOH     35CQ 
«1 cu> W     HJ Mi • ONZHUC * O a) a* 
W W 3 

to asHSHO 

* us to* 

72 



cc 

o 
•H* 
w 
urn- 

•rl 
s* 

o* 

ja* 
»-•H 
4k M* 

I-- 
c«# 
oo 
•-IU* 
••-> 
men* 
us 

•H (0* 
M-li—I 

(0 
# w 0»* 

•a u 
# HB* 

• o    a* 

* CCO* 
o a><u 

• •HUU* 
+J U <U 

* «9 a* 
no 

* 3        * 
•a   v 

* «ee* 
«J(0O 

# W.HU* 
Ö1CI.U) 

• O*it0* 
MnKi 

* uai* 

* 
* 

* 
* 
* 
* 

* 

OH 30 
tN   • 

er 

en c 
to <« 
WJ3 

BUI 

33 ia 
«C 111 

I              I I 
I               I I 
i r^cnor- i -n^aorM i 
I V»    •   •    • j •    •    i   I 
I     voif»^- i voao«- I 
t        r»     I »-     I 
I               I I 
I              I I 

I I 
I I 

ooo I 
i 
i 
i 

» 
i 
i 

•A 
>-) 
w 
o 
Q 
w 
E-t 
U 
w 
ft 
X 
w 

vom 00 
:> 
«< 
EC 

vOO 
m i 
(MO 

o 

^MMMMMHMMMMMMHMHMMMMHM 
•  I I I I t 

II I I I I 
I i^oco:» I ir>cnr»cn I vou-icnm I comifi'- i vor*- 
t^«««|f—   ««•( •   «   • I •   »   i I r*   » 
i r»T-oo i i-aiui i SI^N i room i     en 
t r^vj3~- i m«-     i in         I "**•     i     CN 
i i i i                i 
i i i i                 i 

IA 
-1 

o 
Q 
30 
« 
as 

CO 
co a. 

H 
z 
O 
o 
in 
CO 

HHMMHHHHMHtHMHHMH'-'MWHI-tK 
•  I I I I I 

03«- I I I I I 
en    i in»—«— en i cnr*>r*f*i i tnmoo i mm«—en i 

« Ö 
CS IÖ 
OJ3 

IT-   ,   •   I |(M   ,   I    i  | 
I «—vOO* I       «— (*"•«— I 
i     vor~» i    \o« 

I 
I 

mm<N i 
* i 

i 
i 

I vD   « 
rgcnm i »-i» 
O I     \o 

I 

w 
X 
6-t 

II 

to 
55 
o 
M 
H 

> 
03 

It+J       I I I I I 
HHMHHHHHHHMHHHhHHHHHHHHHH 

I I I I I 
t-<6-«fc-i i 

6-tOUU " 
ZHftC  I 
a • 
03>4H I 

UOOO ' 
OSUriH   I 

•J 
ft 

E-> 
ton 
MW 
H * 
iEß 
«•H 
MO> 
UC 
10 111 

04« 

03 
6-1 

3C o 

m 

to 
H 
-i 
«e 
M 

u 
w 
ft 
to 

•JO 
OH u 

as 
u 
w 
E-t 

OlO 
w 
M 

II 03 a 
UQ • 
HVO 

c» 
us 

• 03 E-t 
ftoftw 
O   •     XOMU 

mi-i   cNto 
—    Jr^cncQ 
•jvaskuintno 
rn«ui»l   • 

• rs    (NOU 
"IfrtO* SE 
ro     M   •     M 

10E-I^ II to 
-T/)U 10 

W W II UM 
cN_Jft     OS 
r-      XW35 

>«W0S«<l»» 
SnO    «*UO 
02I3H 

HSSIflHW 
BOH    asm 
OUIZHCI 

SHBHS 
^timcutoas 

73 

L 



3MU  ,  •  .  • 

tl.'-'vooo'^© 

a i o 
ÜJ      i   • 
F*OC-ir-s0vO<- I O 
nuij   .   •   •   • i O 

•"Jtn —\o«- I 

(U o 
» ^«. • 
MO*->r~v£>^o*- o 

— E-iWCJ   .   •   •   • o 
«•«SQSQjr^CDrrC^ 

-3 ti* —ro*" 
r:L" C* 
OK .-n 
t-* rsi 
H • 
-1 M rn •— 
'_> H MO 
11 scxaoo^rvia' (N z 
tu -JWr^^^rN «s 
M Oes»- t-l 
t/) mn 1 O 

01 03 M 
«s "C z: _> i-l 

U «s 
CU    I    •   I   t H 

f c->»-corns' O 
z O H 
W u 
K •* 
as ID 
3 in 

JC OH (N vovo r~ o o 
DWg   t  • •  •  i  • 

fc< —roaoa^ ©o 

Q I O 
M      A C I     • 

OTWCJ     HIO 
©Q5ai<"M3>ir>T-f~-tr) I ^ 

O -i 

W                                    I o 
>    —.                      I • 
HOHO'*l3"_N3 I © 
fc<il'_' I O 

W 
-3 IS 

w 

X 
OS 
M 
M • 

i-lMU 

fflZM «we- 
-i     «et-«z 

XIDt)HH 
KHV)>JU 
OHH««H 
rjzZMZ 
MlilHUS 
HHCWU 
<uua<H 

w 

*J 

z 
o 
l-l 

•a: 

•a: 
C5 
03 
o 

U4 

to 

w 
F-i 
3 0»*U W "^ 0* «~ 

003«- 
(014 
at 

w    •   •   •   •   •   » 
UflNfflSulO 
o u 

tN 

o 

W      O 

<ca 

XEZ«* 
us OW 
OEMS 
OUtfl 
UZHh 

4KHW 
uaoQ 

10 33 

asw 
OU 
nM 
«su«w 

03     O 
oto< 

U0SW 
CJ'JJQS 
SO 
HKO 
QCUZ 

z 

o 
W 
S 

© 

74 

, 



' 

rottNOO 
3WtJ   .   •   . 
uaoooo 

tu'"WOO 

gUU   •   •   • 
(JKQiSOO 

O I o 
W      -~ Uli 
HOIJ-KNC03S I O 
I/IM'J    .»MIO 
rsosc-o^tn i •- 

u i o 
:»    — i • 

f't-lOf-'CCCO» I o 
«HWJ    .    •   • t O 

z 
M 

pa i m 

sa    ,j&ü«-u->     i 

O I 
«    -^       W1 

BCEQtOO«—W  I 

os 
O 
UJ 
l-H 

.> 
as 
bJ 
Hi 
B 

3 
t/i 
is 
H 

U   •   •  •     E-f 
Ur-(NO      O 

•3- 

Q 
w 

OD 
tr> 

u 

HUÜ   •   •   • I 

aSiJIU —\O>-T- | 

i e 

H 
«* 

03 
O 
en 
M 
> 
OS 
w 

t/j 

»-HUOiT:»  I 
O03»- I 
mi. t 

j 

(U   •   •   •     H 
a<-(No   o 
o in 
u 

a 
W 
s: 

in 

35 

W 

k4 
M 
as 
«s       cu 

z 
5- O 
as        a. 
O t/) 
(3 U 
tu        as 
Hto 
«WOO 
UXZ9S 

«a 
M 

_i_iwin 

XS.IUO 
OS CU1-104 

O      B3(U 
UUUB 
H«:a» 

Utflja • 

75 



DWU   •   •   •   •   • 
U as a. CM a-»no© 

O I o 
W     — CS I    • 
HOi{-ic*coer>u">z i o 
nuu  • • • «t-H i o 
sascurg»-©.^ w I »- 
Tlf-r»t-^    t/> I 
a M 
«c sc 

*w 1 o 
» —.                            1 • 

tot-toe-iiNcn^-ao© i o 
O F—( [J- \J    t   •   •   •   t  1 o 
Cuj<a:0'^cxicK<*">vO 1 ^ 

•Jtn'-VO                «~  1 
El9   Hl- -o 
JOB 30 
3 ^ 
a • 
Ea- W                                   1 <*•> ** 
rs c-                                   1 vo 
o 3 0-a»oN i fN z 
'/) _3<«J.O'"M(N^-J» i «s 

OÄ»"                    1 l-t 
J </)&.                       | a 
-e CD w 
cs «e E 
!U J 
z * 
w £(2    •   •    •   •    • H 
o DftMn^O O 

u H 
Cx- u 
O 

r- 
as » 
O • 
rs w- 
fH 
3 Z 

3&3(j   •   •   t   t   .   t 
'_> 0= tli 001/1 •• »• o o 

Ct.—»     «-CMCOO© 

Q I  O 

I/3WU   i  •  i  •  iH I O 
»asoiOBi— inoaoto I •- 
-5(i,w <-y;CO I 

•-ioie-ia'"~<N^'=r"* i ° 
lOHWU   i i i  i  i  <iO 
Q<<a5cuvo*c»ceLnoo i *- 
o.i.jct,'-' in«- < 

in« 

a 
a. 

as 

-j as 
tu o 
as to 
<< »-•   w 
HJ >e-> to 

ÖSC0  Z 

cr, — <ii < M cu 
ous xtn 
oiotou.ow 
Mas i d.j(K 
HDE<U. 
<ODtHi:o 
U>«0(OWZ 

I 
in 

w 
as 

in 
03 

s 

as 
3 
O 
s 
Q 
a. 

3 00*""fNr^ON I IN 

Oas 

z 

a 

{U    »   •   t   •   •   • 
cjt-iNma-tno 
O 
U 

O 
H 

w 
z: 

WIO 
aaea 

-JO 

to 
as 

too 
SV)KS 

x    ass 
gs^aovo 
o     OB«- 

Hoco^-w»* 
<zII»    O 
osar-criozz 

w 
to 
z 
o 
cu 
CO 
IU 
as 

76 



swu  
E0*"v031fllNOO 
r>W(j    ...... 

(t,-^p-^ in r* e o 

O I o 
CO       M Ul      • 

t/)U(J   •   •   .   •   .1-1 I o 
3oso,»-CD:3-aocT>co i »» 
-3C««>^-»-»-»-nicO I 

a i o 
co   ^ cr i   • 

inuo > < • • IH i o 
3ascuaciaocMoo>co i «- 
rjCn—*-<N»-»-CMCO I 

-C X 

(u I o 

HUU   •   •   •   •   •   • I O 
c/}«ccc;a4c7\ji'— i/"»»-r- I »* 

I 

a 
'J 
z 
1-1 

a: 
«B 
a. 
w 
a. 

co 
03 
3 
o 

co 
a. 
3 
a 
x 
a 
a. 

f- i \0 
soaO'-O'nir i IN 

Cx l 
CO*. I 

CO 

ClJ        .....        . ^H 
Q»-CNn->.sir>©     o 

U 

O 

CO 

z 
a« 
M 
a 
CO 
x 

* 

10 
an 
a. 

cot: 

I o 
—. I    • 

UU......Io 
QSQiipmtTiaa^o i »• 
CM"—»-CM CM-- I 

I 
to 
C5 

C5 

CM      CO I  "1 

SOONißCI^O)  I  CM 

O« I 
C0*i I 
CO 

m 

z 
«* 
w 

6j«n       to 
ass        as 
«S3 3      W 
~IO      COO      CO 

xcoasx    z 
x    as3        o 

o    ox»-    co 
cnasx • 
COM     'OCC     OS 
HOB"-«« 
«CS6II»      O 
U»a-<7»ozz 

CO 
as 
a« 

10 
as 
3 

O 

CO 
as 

a 
a, 

w   .....  . 
Cl»-CM CT) ^ COO 
O 
U 

C 
fcr< 

z 

M 
a 
co 
x 

CM 

to 

COCO CO 
aaos       as 
«cr>        3 
«JO    coo 

xcoasx 
X      053 
03#3O*£> 
o    oa» 
O03X 
UU      vOOS 
HO«»-W* 
«ZII»      O 

CO 
CO 
z 
O 
Ou 

co 
CO 
OS 

77 



awy  • • •  •  •  • 

&u"—v- m in r» a © 

3«o  •••••• 
^) (i CU (M rn Cvl 3> c o 

DM •"•»"o \o oc o> o <*3 

o I o 
W       — U   <      • 

I/1UU •   •   •    •    »I-* > O 

<-3li,T\l—— <N10 I 

*W I © 

©HMO •••••• I O 

'.IM 
«Sä 

-M 

C9 

M 
05 
a, 
10 
as 
3 
3 
S 

a 
:/> 
cc 

O 
x 
a 
Oi 

W 1 rn 
f* • wC 

o« • 
OB 
< 

•J 
< 

W   •   •   •   •   t   »     6-1 

U H 
U 

'X) 

rsi 

Q I o 
w    — cr 1   • 
HO*-n*-»CT>a-inz 1 o 
0)W(J H 1 o 

•-jtti—onro*-«—     to I 
a t-i 
•a »= 

a>   «. 1   • 
tOMOf-iO—vO^IOiT I o 
QHWU   ••••••• Ö 
ai^raso^r—»nir>03,r» 1 «~ 

•jew —«-NICM»-*—    •" 1 
—2 b-a 

OJ I en 
EH 1 \o 

OQ5 I 

ax 

•I 
wto to 
ae cc 
<ea s 
-JO 100 

xioosx 
X      053 

O      OS- 
es CCS 
UM    vOtr 

-cz II»     O 
U3*<7»osca5 

iTl 
I 

Ü4 
w 
as 
cu 

1/1 
03 
3 
O 
X 

w 
to 
cc 
3 

firil  • •  •  •  •  • 

O 
O 
fc-« 

«s 
M 
a 
w 
z: 

^3 

ELI 
rz 

w 
in 

o 
tq 
Cd 
as 

c WCO          t/> 
cQce        as 

a <3           3 M 
Oi HIO    too J/) 

XV) OCX 2E 
>H      CS3 O 
asa'SOvc a. 
O     OS>- to 
oecx M 
w w    «a: as 
HQec-u< 
<SB 1    1   E* O 
UD*tnoza! 

78 



a: oe-iCTicor^«-©©© 
swy  i  i •  i  i  i i 
U B&OfM3<Ntf>00 s»0 • 

CM"-" rn^OO 

E- < 

I M 

a i 
04    — tji 

l/5W(J   ......Ml 
3 060iO»-»-P>fNtnlO  I 
i"36ww (N\ßC0 I 
Q H 

W I o 
(ft»    —. I    • 
•—i-iow-ioccrv"~ .OCTAVO i o 

HOJU   i  ii  i  i  •  ilO 
^«sasa.©«—>—\eaorMto i i• 

i N 
•-T0S 

ou t en 
H I *£> 
30N33VOU^10>  I  fN 
•JW »-^^^ I 
OCC «"        I 
cou< i 
03 

r*j   •**••••    (x 

O tn 
u 

a 

to 
CO 

03 
o 
tu 

«8 
a 

co 
9-1 -I 

a        cat/) co 
a       «<>«           x (u 
ix,        J«:        to«« co 

d       C/)9~CJ Z 
X      COXi« O 

C      <<£>      W CO 
•JEC      O 6J 
EUb]    -or* a: as 
HQffl^IW« 
•«X I   t p-> o 

m 

W 

a i o 
W     _ CJ I     • 
HO(H^M»-00^^a5  I  © 
COWCJ    ......MIO 
©a3a.©rnin^<NvCC0  I  »- 
I-3ÖU'— Mciciai i 
O H 
«c £ 

i-W I © 
<*:>    _ I   • 

Mas-tssr-tNoor-o i © 
^f<U|J    .....••!© 
•— c<a3Qj©rvi«r-r'ST» I *- 

I   »JOu'—• •— fSJf"*»"  I 
cow 

as 
O     W in 
M      E-i • vO 
E*    ©or\ir>-«-r-»~-a5r- i (N 

© 

1            M CObL, a 
Cu 03 ts 
M «s s 
!fl *-: 
CO >c 
* w   •   • •  i  • • • H 
M a^-cNm^mvo© O 

1       u 
1 

O 
u 

H 

OS r» 
o © 

1 
<7N 

« 
1           CO * 

X 
«e 55 

1 
<< 
w 

I 
CO 
CO 

1      *• 
1      * •4 
1        o w 

o 03 CO CO 
Cb «X X W 

-»«c CO« CO 
a inxü z 

x    cox« 

o    •*©    <•* 

e 
a, 
CO 

cscso © u 
ww ^<~>ffi OS 
HOCD «-  1  UJ<« 
•<z 1 i t-» o 
U s J» en »- o SB as * 

79 

» 



sc O*-*-VO<NCT\ ooo 
•owu   ••••••• 
O 05 Ou lf> fN m p- (N o © 

&«*-«   r-«ninp-o© 

ac Ofr-<NC0lf]0D\0O© 

(josao-OstCNcnoo 
&.—'     «-fNiTlr-O© 

a i o 
W        O I     • 
f->ais-i»-irvx>ao©oz i © 
WU4C_> >HlO 
3*0<l/ir

,-03-»COI'l I  t" 

£l M 
•e JC 

CO I o 
n =»     — I    • 

*f-c«u  i o 
«C03CU J'^OvOö*""<"\i;0 I «" 

[iJH.- — «SJ.-'NJ.- | 
COM 

CM 
I •- 
I I 

to 

I      -> 

w i m 
ri I vO 

•jUJi-^-uinrnvcs- i 
Occ t 
e/iuu t 
03 

as 
U 
CM 

X 
•< 
o 

l/l 

o 
a 
a. 

cj   •   .   .   «   •   t   • 
Q v- cNm ^ in vo o 
o 
u 

O 

3" 

z 
«c 
l-t 
Q 
CO 
c 

CO 

P4 
CO 
oo.cn en 
«es- >• M 
HI<       in«« in 

a    vixu z 
»    iox«c O 

OCBO    o w 
COCO      ^OOS      OS 
HQ0O>- I CU* 
«sz i  i r>»    O 

a • o 
CO      .                              C5 I • 
E-taHCMvOf-cOCoa-Z I o 
VJCOU   •   •   •   •   •   «t-t I © 
rSQS&.-rvoencOOvOC/') I »" 

a M 

I      «- 

i      - 

K o 
J">» • 
r— *- OiE-i a- "1 o ao r- m -r o 
«* c-i&JU o 

«aüsdicnir**—c^vc^"^ «•" 
COJftj'" ^•CM«— c\j«- 
*i o 
H* o 
CM • 

1 
CO rn 

\0 
3- 

en soc3,mo*vo'" fN Z 

O »~<Nvc^inn"> 
r 

< 
f-f 

C/l too« i a 
W 03 CO 
«e «e c ^ _J 
u Ä 

CO •  •••>«• H 
a; a«- ojcn =r in vo o o <-> O fc-l 
CV. U 

o 
VI s» 
X CO 

«c » 
Q 

z 

Q CO 
lit B 
X 

1      •«! 
1       "-> 
1        a 

1 CO 

[ CD 00 V) 
«ex X      CO 

1 -i«e </i«e    in 
i U inxca    z 

X      WX«<           O 
Kav-two    Oi 
O     «*Q    en     V) 
UBO o       w 
COCO vOr-ntK      03 
HQeC »- t w«c 
«Z 1 i r-t»   o 

1 UBSOirOJia 

80 



I 

3MU....... 
u as ixr- »-vo m =» oo 

üu,—»    r\isjf-cr>oo 

T:o*-«^r-\oo© 
SUM   •   •   .   •   . 

cn*-r»ercr\o© 

i 

a i 
&j    .—                        SI 
HOOcocoe^r^tMu-cK i 
WWU    .    •   •    •    •   >M I 
— 05 ii,r-','> ;!*£•'-IP 07 I 
i-Jd»'*'     »-JNCNl-M      tO I 
Q                                            M 
«S                                            I- 

: M 

to MOf-nn^uT-irivDip i o 
3HUU   •   • f © 

-3 tN 
I            «5 vO 

1        == w ro m 
1            O E- o 
1          M 3OrOS0Dv0(N* <N z 
1          H •jair-muiu-. a-«—^ «* 

< OOS l—l 

I       u cou. O 
I           H 03 w 
1           k) Ä S3 
1           H _* 
1            tO «e 

to •a *•..... H 1          « Of -CNrnjTlDvCO O 
1          -» o fc-t 
1        u 
1 

u 
<N 

1      « iO 1       o IP 
1      1* 
i 

• 
1            VJ 
1       X z 

•e * 
a w 

Q I © 
tu    — O l    « 
fciaf-ir-oeri^sc i © 
inuu  ... .t-i i © 
3iu0i"130»-in i »- 
'-3U.'—r»<N       v. i 

W I © 
=»•      I    • 

i-sOH«»co«-in ' © 
CDHWU • «... I © 
«•• ^OSOu©^©^"'"*' I *— 
».-JEU—VO«— »-  I 

W 
aas 

09 
«: H i"0 ^ 
a< H VO 
u SOCNrMfliO rN % 
as -JfckolT)             ^ «5 
a. C cc»- l-l 

tniK Q 
co 03 M 
Q «S Z? 
Bu -3 

<* 
\T> tu  . . » .  . H 
r— £Jr-rNP")<ß© O 

O t-> 
:» u 

1 IN 
co C* 
u 

u 

»• 
•« 
a 
a 
a< 

<M 
COCO CO 
IX X w 
— -S in« in 

a toxt-i z; 
><          V)>-* O 
CC4I >>«£-3© LL, 

c   «a   m to 
•"ISÜ o &T 
WW .Or"« DC 
t-<aw «-  1   U4«« 
«SB • i r-» o 
l_>©^a>«-0=B!6 

to 
a 
Ui 

JC 
s 
z 

l-l 
tu 
«a tow 
-j oio 

>- (O     o 
as COQOQ. 
o C&9 W 
CJ a.       tu 
ww occce 
Hrzm^iu 
«O 1  1 »o 
UX "-30Z 

< 
-a 

81 



DMU   •   •   •   i   • 

a i c 
M      ^» O •     • 

C/1W(J • • t .t-i I © 
DBC.r"(Nnoi/l I «- 
"-3 6s< •—a1 m       t/i • 
Q 1-1 

W I O 
>      — I     • 

HCdU    I   •   •   •   • IO 
cfN«s:si-uu~i''^'-n©f- 1 •• 

3 I ro 
•I I  v£ 
3C»-»:»C0(Nir! 1 (N 

5*1 I 

KO>E->(--^«-0© 
BCU(J   .   •   •   •   . 

tt,—mcoa-oo 

a 1 o 
W       (91    1 
HO*<r"-cN^<y>s= 1 o 
Ü1«U    ••••MIO 
=>ascu©ooooi/! 1 «• 
i-3&4*-iT)in«-    en 1 
2 M 

UJ 

C-J     •     •    •     *     • 
a«-rvim\o© 

u 
o 
t-i 

M 

z 
«s 
w 

1      a 

OHOHr-^tBOm 0 
© 

»<a50nri'-3,©a5 ^ 
.jou^-via'»-    ^ 

CJ CO •3- 
Mas X> 
iü CO 
< • 
Qj       DJ m r* 
W      H -« 
03      3 ©\OC0CV(NC0 (N z 
a*    ^jWvoOfi    3 «s 

Cos    «- H 
VI       WM-4 1 a 
Q      CD w 
a.     <= £ 

I     «- 

*1 < 
cd M  H 
<« cj^-ojma-© o 

<N U 

-4 
M 
M 
_j otn 

cuz 
>•        10    o 

QJ&J    ©asas 

<u 1  1»o 
U35»*S»O=0 

!    J, 
1       ts 
1 

1 
1      0 

</1 
a 
Ch • 
=> 
Z 

«s Cij 
1-1 c/3 

»13 
>« woo 
a: tneojCL. 
O QOi      V) 
U a.    ©W 
ww ©rsias 
HZW  1 
««O 1   1 —O 
uz *-3*-Z 

30 

82 



EOt-icoor-o© 
3UU   •   •   •   •   • 
u ia &• in or» o o 

u.»T!aa>oo 

x: o'S-'Ovo'-tNOO 
2UtJ   •   •   t  •   t   • 
UtaO'Or»3-aooo 

b-. •*">-^ O O © © 

a i o 
W      Ä Cl     ' 
HO'f-KD'-oofnaB i © 
CAMO  •  •  •  .1-» i © 

r3{n"~min        to i 

I        — 
I        to 

u 

CO 
O 

Id 
»      «•> 

i- M oif-" r- o LTI O «- 
'NHWU    •   •   •    •    • 

QH 

as 
«e 

—i    f- 
ts    boxooot—men 

CO       COtLi 
a    to 

CO 
*t:        ft]   •   •   •   *   • 

O 

I © 
I • 
I © 
I © 

EH 
O 

2 

U5 

Q I © 
&J     — 15 t    • 
HO«6-<©inin«-<£i:E i o 
towc_> Mio 
3C5öiOr»i03»»tf)  I  «" 
rjCK"~^-in<N       co i 

W I O 
S»      —. I     • 

E-iWO ...... i o 

r-ltlCL,—' 3-fN         *» t 

W 
CO 
-c M 
-J to 

to SB 
» WOO 
IS mQQiU< 
q oa>    to 

a.    ©M 
CdW ©<M06 
HZ m»- i 
<0 1 i *-o 
uz »-3-»-Z 

a 
w 
OS 
«e 
tu 
Ed 
S 
a. 

co 
Q 
U4 

w 
to 
Q 
u. 
E 
=> 
Z 

w I no 

OOB      «" I 
tOULl I 
CO 
«s 

w   .....   . 
««-cNroa'in© 
o 
U 

O 

Z 
«s 
M 
a 
w 

o 

a 
<< 

P4 
W 
CO 
0C u 
rJ CO 

cocoas 
X VtQQO 

COQOIOKCU 

oa       to 
Du      OOB 

©CNJTOS 

uz«-sr»-<Nz 

o 

83 



r ot-"- o ^«- r- oo rOf»-co 
3HU   •   •   • 
OUSOjCNOO 

a i o 
W     — Cl    • 
riaH^s>3vo\o^z i o 
ICWO MIO 
oasa.fNr»'inint~«-in t •" 

w i o 
13- =» I      • 
(NHiO|e-nv~trir-',riir»_'35 i o 
*E-«U   i   in IIIIO 

•JWS.S^-,I^'- «" I 
.aw 
a« as 

o 
o 

CD 

CK 
O 
u u 

I     5 
Lb 
o 
ce 
U 
m 
s 

63 I  I") 
H I  v£> 
= OT^iTip'inr-rriCN i tN 
»JWcNCOinro»-    m i 

i/J*i i 
a 

<c 

O 

GO 

CM 

U> I O 
W     ^» (9 I    • 
t-iOIE-i'-^SB I O 
«W'J    I   IHIO 

rjl«."^00«l I 
C h-l 

W I 
=» Ml t 
MOt-«C^crm i 

iTIHUU • • • i 
r^*GteOi<yi*~so I 
»«Jk.*—   r>*" I 

w 
>«CC 
'J •< 
as 
o 
u 
u 
«e 
Z 

W I i-O 
H I   J3 
sovocneo i <N 
HJ(L)CN|C09 I 

loo», i 
00 

O 

03 

w 

U   •  •  • 
Qi-tNO 
U 

i-9 
•ar 
H 
O 
H 

Q 
W 

ON 

ao 

en 
a 
M 
u 
u 
•c 
z 

«4 z 
M < 
JS w 
<C M E 
1-4 to 

z 
** O 
CC & 
O        fc*»^*« to 
C    weinocr H 
WWo^lflff cc 
MZ^" 1    1    1 n) 
<«0 1 *-vO»~ •JO 
Cj!c»-,""<Nin«*as 

o 
3S 

M 
a 
« w 
-) en 

z 
*• o 
as cu 
O tn 
UQSSH 

e-mz 
4i<HO 
CJEJCZ 

84 

- 



u <* tu * ^ao m © o 
Cl,"T\(CNaD©0 

3«U   •   •   •   •   • 
UOStuinCNirooo 

a i o 
Cd     Ä Ul    < 

wcgu  .••••Mio 

vO 
rviu i o 
*•:>     MI l    • 

MOE-" CO C7*<,")\0 "">«-• I o 
'JHMO  • O 
zrfQSOi'-CM^iuimf». i «~ 
HJ».'*»- »»»•" I 

«eas 

a i o 
cu   —. cr i   • 
HCÄ-"r»oofNmÄ i o 
viwu • • • »M I o 
3B5&H/*>VO^"\OtO  I <"• 
i-3(t,~-*-\0»-      Ü1 I 
a M 

O 
z 

X 
3 

z 
u 
CO 
«s 
w 
(X 

IX 
O 

u 
« 
z 
M 
in 
«e 
CU 
as 

ua l (*> 
E^ I vO 
30*-^>vooifiin i (N 
•jliimrsi fMf"3' i 
Oas *»          l 
CT«J l 
m 
«s 

cu  •  . • • • • 
tj^-rvirro-ino 
U 
U 

6-1 
O 

•-I >• 

II    as 

•-It-     cu 

OSUOT 
0=3»» 

CU       O.M 
MO     O 
<oo> 

IS 
rf 
E- 
ce 
u 

3 
CD 

Z 

I—I 
a 
M 

00 

z 

« 

N o 
>    «« 1    • 

r> MC»E-irnr~'jT^)tM o 
o 

*• «S <X CU rr> \£J CTMTl 1/5 «- 
•j&,~<f-in       «- 

UM —> 
rfUS f» 
W -s 
X • 

W rn IN 
as    H i >o 
cu    scur^iroo CM z 
cu    hjwmsN»"* rf 

Oe    «- M 
a    cow* O 
CU      OBJ « 
i/i    tt £ 
s 

en       w • • • • • H 
Q           CJ»-rN»rr>^© o 
LU        o M 

u 
in ^ 
cu 00 

a 
Cu 
cu 
</) 
=3 

M 
Vi 
z 

X      O 

<<    co 
tr      CU 
S      03 
u« 
u    a 
rfzz 

U «a 
ESM 
uu 
•erf in 
uwuw 

seen 
V1V1HZ 

a:sc    cu 
MMiDtO 

'JCBHH W 
CUM Q3(X 
H>NU1W 
rfHJ I   I »O 
uasT-^oas 

•-a 
cu 
03 

hi 

X 
OS 

O 

85 



E Of-" lOvO P" CM PM a- w in o © 
E3&JtJ   ••••*•*••• 

u*—'3-inaDaoecwio^^oo 

3CQ0   •   •••%•••#• 
O az a,r- <n =r CN in *ö n- en o o 

tu—»   *-a'ininr»r«-cr\©o 

a                                          1 o 
w    —                                Oi • 
fHOlf-<»n*"-»-vOOr-©r-inz t O 
U)HU   «... M 1 o 

a -< 

sow 1 o 
~o>-     —. I     • 
» MOi6-|^*O<NCT\0D^3CD303'in 1 O 

c-"WO ••••IO 

w 1 

zsO»naD*-mrMrMrNO»-r- i 
•Jfc;o>   vo       •"   •*    vo I 

03 
W 
in 
o 
CM 
a. 
3 
Ui 

as 
O 

«S 

w ...•• 
a«- tN (^1 =r IT.0 r» ao ty\ o 

U 

1-1 

O 

JD 

ST 
in 

Z 
< 

to     VJ 
W      Z 
WlOO 

<HCUU 
^«UIOSQ 

01 
»OiHOH 
ca-uujr 
o «o os is 
IT      CHE 
UCfcE-iS 
hosiooa 
<wzwin 

10 

z 
M      W 
Z     ac 
ZHz 
«zu 
—IltD-t 
tuet/? 

cet-t.* 
X=! 
CULCW 
ZU 

COSE 

6" 
ZU 
lucn 

ZEZ 
ozo 
MOO, 

f-lMCO 

JCC/105 

CBWO 
cuasz 

Q I O 
W     «•» U-l     • 
EiO€Hvßs»<^^r-so»~>Äinz 1 o 
inu'j  • • H 1 o 
E3a5 0Ur-»-r-r~rM»-»T»© V) I  •" 
•-; £•-•"-»    ^rr) (N     (N     w) I 
Q M 

N>      -~ I     . 

hWJ   <   «   >   •   t   <   .   .   1   • 1 o 
Q«*«a4»-:xscv4in'-inom©a* i ^> 

to 
U to 

s 

c 

as 
o 
n 

S3 

cc 

E-l I \D 

ju    .•Nin*-    31    ^    f 1 
3« I 
CJCU I 

«G 
•J 
•e 

U3 £4 
or tNrna'invot^coTio    o 

U 

z 
•< 
1-1 
a 
« 

ON 

CO      VI 
w    z 
CUVJO 

QU)Cu>U 
<HCU!<] 

0"O0SC5 
U       CHE 
CUfcE-i© 
HOStOCHZ 
«twzwm 
UUtMcecvi 

tn 

z 

z    =c 
ZHZ 
<Z(J 
i-lWrt 

HOT 
1£H< 

cuasm 
ZUM 

Base 

E- 
zw 
tuen 

ZEZ 
OZO 
MUCH 
HHin 
OtOW 
jcioas 
O«« 

cuasz 

86 

f 



r: OH ac w CD ci CD r- CM r- o o 
3«U   •  ••••••••« 
(J OS Oi m^o IP O CM "1VO •*> o o 

it,-»      «-CMCMSTäC^OO 

a i o 
bu      Ä (II     • 
HOiHcokOiriwincT'ininc'iz i o 
OIUJ ••••MIO 

|-3U.>-' IN      3       10 I 
£> H 

OW I o 
(•1 >•      t   t 

HU w   ••*•••••   i   • IO 
a«ccOirN^-vnrMT-<n<-corner I «- 
CujOu—» <-    CM    n i 

C"OS 

(   s 
O 
Cut 

W 
to 

ai 
as 
a 
Ui 

£6 
O 

-c 
rz 

O 
m 

OS 

63 i rr\ 
(-> I vO 
sCKvo-^tnc-.^o^irtoirt i CM 

C3S r- I 
I/JUU I 
CO 

I*.  ....  
CJ •» cMm ;x to vo r* oc cr> o 
o 
o 

O 

O 
•30 
IP 

w 
as 

LCI 
r- 

to    to 
tu       Z 
PL) LOO 

kJ«JOUUCO 
U<>JMh 
• U1Q.>'J 
«*MS:Ci3W 
,-KWCSO • 
«O.UWE 
0«<»aso 
tg    asi-i:c 
W£t.H=J 
t-tcatncne. 
ÄUJSCtWt/J 
UDaHIEQl 

V) 

z    z 
M      U 
Z      C 
Z.t-Z 
«ZU 
JWH 
a. cio 

H10 
05 w< 
S3 
a>osw 
zcjs« 

BUSS 

H 
zw 
win 

zcz 
OzO 
MOCU 
f-MlO 

JE CO OS 
o« 
asiuo 
b(SZ 

rot-oo>a-*«i»Vf-oo 
=>«u  
CJ OS tu0> »-CnuO CD ifiONOO 

au—»   »-«-(Nfijinccoo 

a i o 
U4       — '."   I      • 
HO*-iooiriO=rLr>tnf^cT»z i o 
COUU HIQ 
3ccia,a>'',r"»\£>f>r-a''-r»to i t- 
•-set.-" *-       m^"to i 
Q M 

i-W I  O 
Cl»      _. I     • 
*»i-<Of-"*icocxMr)3<^'*©vOLCi i o 

HUU   .    • MO 

O..J6LI-» r- I 
Cd 

z 

CO 

« 
o 
tv. 

W 
CO 
O 
cu 
as 

Cu 

OS 
o 

o 
CO 

w i en 
H i o 
300CMiP;raMn<"r)»-CMve I CM 
.-am CM»-CT> i 
OCB •» I 
C0H4 I 
CO 

uJ..«.   ...... tr* 
ra^cMcia-invor-aocMO o 
cj H 
U 

o 
w 

3- 
•-O 

^ 

w 

co    co 
w    z 
«coo 
XXH 

Mijcjwcn 
U<h)MH 
awcuxj 
•4HEUW 
•JWUIEQ 

03 

Kauwc 
O>«0SC5 
C5    asMJS 
Wli.Hr: 
H03C0OIZ 
«wxwvi 
UOtMOSO, 

CO 
13     «ri 
z    z 
H      U 
z a 
ZHZ 
«ezo 
rJWM 
CUSCO 

H10 
ISM«: 
Z3 
CUCCW 
zcjic 
«ew« 
SflSK 

H 
zco 
w</> 

:cz 
OzO 
H-'OCL, 
H>-<tO 
Oco« 
ElOOS 
OÜ 
OSU4Q 
o-az 

87 



DWQ   •   ••••• u m fi P^OOD r- oo 

x:OiH»-<roo 
awu  . . .  . 

a • 
to     — Ul 
E-iCTS-CNCTiiriOmz I 
V)UU t • . • .1-1 I 
305Clip»(NOCa>rvH/5 t 
i^u.—»   inrvi       cn 1 
O M 
«e z: 

o 
o 

Q 
OJ       Ul 
HOt-n-oc-z 1 
WUU   •••MI 
scacuvoo^^vi 1 
"-3tu«-tNvO     CO I 
Q 1-1 
«£ z: 

I o 

e 
o 

1         CMQJ O 
1         <•<->> *_ • 

»hOH-i/10fl(?0 O 
O 

3 «e as a. £> a- sr r* *" \c *- 
OJI^-'     3-(N           «- 

1            S-W 00 
a 0 ° m 

i          6- • 
1 04 P-l IN 
l        in e-i >* 
I        0 => o\or~r^oin'N rN Z 

cu -JIUf-»-vOfN      31 <c 
1 CDS      «" M 
l        w CO*. a 
1            K SB w 
1            W «s z: 
1            3 
1 

-4 
< 

1            -» M   •   •   •   •   •   • r-i 
1            => Ui-tNcnsiriO O 
1            =K O E-i 
1       u U 
1        w fN» 

1   = •3- 
1            * • 
1        0 (N 

l1 

MOf-"-CT>:fvO I O 
'/)5HUU • • • • • O 
LO«*oaaJ<NeDfiin 1 <- 
rt OCti"^Mlfl     •" 1 
UM 
(joe 

tu 

1        w 
I        to 
1       = 
t            -M 03 
1            O -"                      O 

= w              rj 
co    w 
«S — CO              3W 
433iJH      V) 

UL«      3ZMZ 
»»(UVCu^osO 
cx. in fr* H:» weil 
C3<*(/>«GuM 
r-      XS40SU 
WS.0J      MW« 
fcHO5ClE-«06(ri 
«UOOKZO 
U>EZHMZ 

35 

> 
o 

> 
3 
(/> 
35 
o 
35 

10 
35 
o 
35 

w I m 
S-i I ^o 
sonoino»«- 1 <N 
•JWlDlTI 3- I 
ODS      <" I 
(ftiu I 
OQ 
Mt 

IN 

00 

Ä 
«c 
M 
Q 
W 

DJ 
Ul 
o 
u 

'INPOO o 
t-l 

W     El 
z:    z 
tuen««: 
5» WH 
«-IC0U) 

MC3Q5 
wt»    w 
CQZXO 
«MBzU 
>-l     ««SCO 

UE      Z 
»ZI-ISO 
CC      "*(Jttl 
OUOiSI/l 

WE-i3>aaos 
HKUO 
«MZXO 
Ul-ÜUHZ 

« 
Cd 
z: 

* 

88 



COhOOMBOO 
SUM   a   t   •   «   • 
ÜUÄ03000 

tOMBOvOONOO 
3WCJ   ••••••• 
(J OS & CM \0 T" CD <3"i O O 

tu "-rsimeinimo© 

O I o 
&-    —. t? '   • 

COW{_>   .   i .   .M | o 

r^C^'—\0«~ »"-CO I 
a i-t 

1          3-M 3 
|         m;»     .«. • 
I            »M0t-i04=»f~v00 O 

o 
si Ml as OJ co ^ in as m «•• 

1           CQ,_JCLi~V-H-      «» 
1                 W m 
1         za r" 
1        w •n 
1        H • 
1        H M -n •» 
1        M E- iO 

as 3 0»»iaoina>ao tN z 
1            =« »JWu-iro»--y < 
1 Of- M 
1             X c/ju* 1 a 
1      J ea U 
1      J m c 
1        -e •J 

=5 •X. 
1            </J PQ   •   •   •   •   t r- 
1            3 Ür-CNn^O o 
1 O H 
1           M u 

05 f»> 

1           - as 
I       tn « 
1       u ••• 

1         «s 1       u. 
I 
1 
l 

SB 

I       >• 

Q I O 
W     —» 13 I    • 
HOfc-'aorM^srfNaoss i o 

VIUO « •«•••MIO 
300ö'<Nrn»-o»~Otn I •>" 
I-JCK^-TM«- vOCO I 

«e *= 

in 
mw I o 
•fcS»       i    • 

r-»o*-'p,-inina,'-QC(T> i o 
Uf*WU   «   •••••• I o 
•««sasui«— fN«-o«~p»rf i »~ 
Q<1jfc.,-TN^- in     i 

w 

i 
Cl4 
a 
a. 
ty 
as 
Oi 

z 
O 

as 
xi 
o* 
en 

Ä 
3 

o s 

as 

W I ft 
H I  vO 
~O»>',rli»*~'T^tNP0 I CM 
iJUKien j">«- i 
ooa *-     i 
co»< i 

CO 

< 
uj   •  6-» 
cjr-CNroamvoo O 
O H 
CJ 

in 

as 
«S 
M 
e> 

w 
z: 

w 

I M M CS 

U O 
03 CO 
« M W 
M     »t-i     m 

051/1      SB 
xbNcomo 

OM3      **</l 
UI/)l/)t«<OM 
uos    cutjas 

UX<S) OTWSB 

Ui 
U4 
as « CO 

aaca as 
<o = 
MO       too 

smuias 
>•    oacas 

o     OOf 
cjosasa: 
ww        vcastu« 
S-tOmCOT-fclSB 
<<SB i i  i >go 
CJO»-»CPOSBS6 

CO 
co 
SB 

o 
CO 
w 

89 



J3WC_>  ••••••• 
U «5 ft. vO<NO(N nOO 

CL. —^j—coco eooo 

a t o 
W     «k O I     • 
f-lO*-»^OlO<y><Nrr)Z I O 
U1WU   «it.    •   iH  I O 
sasfti.ovoco^'^voco i <*• 

a I- 

© 

»:»     — l    • 
r-tcy6-i<Mtr>^cr>»~ocr< i © 

UHMU   .  .   •   t   .   .   • I o 
<<«eeeaiu->u->co«—*-vo»~ • *~ 

:J 

i 
r^ 
Q     (U I ro 

(U      HjtUt-vorsI ;»       i 
as    o£cr" • 
CL,       (0<AI I 

5Q 

e-i 
Z 
w 
a. 

10 
OS 
© 
o 

ai 

US 
X 

as 

u 

er» 
er 
••o 

z 

M 
a 
w 

(N 

u 

OS 
M 
M 
<«© 
Jü        mo 

scnwisx 
s-    asass 

O     OOX.- 
oeexx 
ww        -naspoas 
HQi'iOD'-«« 
<*III>OÜ 
u»'-srcr<ose36 

z 
o 
a. 
W 
w 

EOE-irsimvc©«-©© 
©«{j t • • • • • i 
O B3 Oi vö 3-=T f-00 O © 

U, "*-& r~ © © © O © 

a i o 
w      u i   • 

1/5WU   .   •   .   •   .   .H i o 
sasa,\e®©c>J»-*-v) t •" 

© -H 

W I  © 

•ei-iOf-ii^ocr"^^-^© i © 
cuE-tWu © 

I w 

W I <*"> 
H I vO 
3 0T^'-V0v0ro©0 I CN 
,jwi-r«(N       on" i 

cnwn i 
CQ 
«s 

cj«~fNrn3'irnc©    o 

1/1 

© 

fti 

as 
&. 

z 
O 

z 
w 

(/l 

«1 

© 
o 
X 

u 
Vi 
as 
X »4 
dt       tu j/i 
w       oaos as 
as       <ta s    w 
ftl NJO V)0     v) 

SVIIflKS      2 
3-      (BOSS O 
«s^-ssoo©    B< 
O     OOS<"     V) 
OCCXX w 
ww ensure 
woeneo^-wz 
•<z t   I   I >UO 
U3<-soioa8 

\o 

z 

Q 
M 

© 

(N 

Z 

90 



E OE-> r» ^or» \o a- o o 
©WU  •••••»• 
uaso.ror-vococ»©© 

üu *""\J0 r** QD CO CO o o ft,—'     NNdl^OO 

a t o 
co    .»» y> I    . 
EHOE-«r»c^ooco<jDaE i o 
muu HIO 
EJCSCLevlCTNfMOOt/l I •" 
^Cti^VlfN »-10 I 
fi M 

CO 
m 

•-S81WU I O 
^-«:ns0ufN''0CC~-©o',0  ' •* 

»i-JCt.,~Vn(N »-        I 
-ecu 

OS 

w 

w 
J 

u-l 
cs 
a. 

Z 
CO 
a, 
to 

10 
05 = 

I © 
I CO 
I      « 

w 

.JCUPOvfiO» CM        I 

W 1*4 I 

(0 

«J w 

o H 

n 
a 

a 
M 

o> 
no 
© 

es 

co 

Q I O 
W     — Ul    • 
HOt-i^'üou-icrx'-'S'a. i © 
cowc_i • • • • • •<-" i © 
©asOjCnHOvßÄ'H'irg'/i ( «- 
IUJ-     «- vOCO  I 

«e c 

co i © 
©>    — i   • 
a-MOHP-UO"— vCOfNOO I © 
«*H<*JU • I © 

«scca-aacNysamoOvjo i <— 
rjjtti—'   «- vTi i 

cuas 

Ed 
once 

CO 
as 
© 

too 
co 
CO 

Kioto«» 
>•      CBCCS O 
Kf-Eoo^ U4 
o OOSF- to 
caeca:» co 
WM        loosed« 
Homaji- cose 
<«as I   t   I >QO 
(J©r-3fC^OSEa! 

I 
Ul 
a 

>> 
U4 

M 
to 
CO 
«s 
-1 
u 
o 
E-< 

a 

«e 

•« 
a 
o> 
a. 

M I *"0 

©cyofi^otNcofico i rv« 

C«*4 I- I 
COHH 1 

«* 

SO*»**»*« 

O 

EH 
O 
t-t 

•x. 
*. 
M 
O 
Ed 

in 

*J 

CU 
03 (0 
•* »4 

.-I CO« 
C0P-C3 

xcoco>«<* 
a>iX40o 

OQQ     O 
CO -OrotCWCG 
HmOl-  I  VIZ 
«till vO»00 
u^jaii-oaa 

CO 
CO 
SB 
o 
a* 
CO 
CO 

21 

_ 



r; o*- ma< ^-co (MOO 
swu  
(_)üS cum sr r-<j> » oo 

bi ^-TNITI r* r* as oo 

Q I  O 

VlUU   • M t O 

"-sCu —Tjr<-        »-in l 
Q M 

a i o 
** !»      «a I      • 
SHOH^S NCsffXOKO  I   © 
»e-ijiu • • • • • i • i © 

«scsACNou-icc.-a-Lno i •" 

a, at 

E ofc-TOOLOvoe-'O© 

UtBCUCNCOCNCNr"-©© 
A. "-TM tnr» co CD o o 

Q I O 
w       CJ I    • 
HOItHrnC0=r'-inO9B i © 
COWO • • • • t »M I © 
»CGCurMOt^Oa'fDtn t «" 
T(*< —rsim«-»-    ^co i 
a M *. *-• 

CN 

I 

a 

O 

CO 
X 

U 

a. 

H I   ^> 
©OC^O^'N'-©©  I  CN 
•jfeincosTM--^-»- i 
OB I 
101*. I 
a 

M   ••••••   • 
a r- CN m jy u"> \0 © 

u 
o 
EH 

CN 

o 
w 

t 
CN 

w 

«e < 

-naz, 
i 

0>€--'C*cr>C'1>u-iCNCN«- 
uu••••••• 
CCCU©COCOC^^CNSC 
Lv—TNCN»- t» 

E-i 
O 

X 
X, 
M 
VI 
to 

O 
H 

CO 
X 

w 
©OinvOaOLO^'NvO 
i-J W if> r- 3> CN •" rn ^ 
oas 
CO UM 

03 
«s 

Q«-rNrn;»u-i\oo 

U 

i © 
i • 
i © 
i © 

i 

I  rr, 
I vO 
I CN 
I 
I 
I a 

CN 
00 

UJ 

w 
CO CO 

w 
to _1 CO«S 

tOXU      35 
XtOCOXÄ Q 
e>i>i4Uo    CM 

©•«•«O    m    CO 
aaa   ©       w 

Hfiao»- • uz 
«III -000 

u 
CO 
X 
«s 
a i-> 

04 W 
Hi CO 10 
•c <c X     W 

H) CO«*      CO 
coxa   x 

xtotox««       o 
u.xx«ao    a. 
O^-^Q    "1    to 
UQQ     ©          M 
U OrncCWCB 
tni-noo'- i UJ3C 
-e 1 1    1 vOS»UO 
u*- JUi^OZZ 

92 



IM TM in p» as <r o o 

w    — c • 

OlUU    •   a   •   i   •   aM I 
sjasOauia-croMn«—10 i 

a *-* 

U>     —• 
1 o 

<Ha^"'"f0^>03  I o 
O.HUU ....... i o 

(NwJ&.TNn-)»- f        I 

3&JCJ    a    •   •    •    • 
O US d> U"> <n f~-O O 

CL. —p- Q1» C^ O © 

D I © 
LiJ      .  Uta 
HO*-^a*rx i © 
WJWU ••••Ml© 
©OSOiin©'-CMt/3 I f 
fjfc.>-T-~tN [fl  t 
O f« 
< 5= 

eoW no 
•-OS a— 

•> !N 
«s . 

H i i m (N 
•J      E- 1 1  -O 
IU    r)Oxnr»r»»' flGOC* i i c* Z 
=»       aJWxOCO^tN f (N       1 1 •4 
&J    c« 1 1 ft 
*4    (nix 1 1 Q. 

a w 
x    •* S3 
EM -3 
b-4 «e 
(/)         M a    •    a    a a    a    a Bj 
V]          Cii -(Nn»inao O 
•*          CJ H 
J       u • 
u 

p- 
c -o 

H 
ins»    — 
a- M OS* © oo in r-~ o 
»C-.UCJ     a    a    a    •    a 

«s as o. m <3> f CM m 
ST-JG-T-f 

I U 
OtOS 
Q 

I © 
I © 

I 

en 
i       x 

«s 
a 

o 
tn 
x 
*c HI 
a w 
a. • in 
(h «| X      03 

t 
-J in «c    in 

tnxu    z 
xintnx«*       o 
exxiuo    Q. 
o«*<*o   r-i   «n 
coo ©       w 
M voroaswas 
fH<^«0 «-  1  «35 
•*  1    1 i >o»oo 
U*-3-<7t«-OSBSB 

tN 

W 

X 

OS 

w 
o. 

in 
u 

as 
w 
CQ 

© 
z 

as 
x 
10 
u 

H t  .O 
©O»-MrM3'l~C0  I <N 

oaSf l 
1/1M- I 

m 

«a 
W H 

U H 
U 

S- 

KO 

w 

P0 
p» 
"1 

z 

in 
«em 

UJUiZ 
t/lU     O 
U<ocu 
-scii^r to 
CU W 

OKCE 
HZ'n»—W 
««O •  I >o 
UZf^Oz 

x 
05 
o a 
COÖÜ 

93 



JC 0>s-> vo r» un CD \a © o 
suu i • • t * i t 
u cc o« a-r~ KO co cr> o o 

öu ~-TM p-on cr> cn o O 

ccxHvOiro>(Noo 

UM TN 00 Cn CT © © 

a i o 

tnuu Mio 
3C6CU»r"OOfNOOfO I •" 

w l o 

ttHUU   •   i   «   i   •   *   * I O 
«S 03 fl. 3- CMCO 'MOO'" t  «" 

i tu 

t- I  ••£> 
3OUTC0Cr>-40fN'-!*1 I N •awvcxna i 
OBS    *" I 
'.in. I 
n 

4 
tu.......     »—• 
ür-tNma'irv^o    o 
<-> H 
u 

tu 
IM 

03 

CO 
u 

tu 
za 

=> 
2 

00 
P» 

M 

o 

i 

V) 
W 
«s -J 
Oi W 

ja tn 
«e ü« -) tn t/5 «sto 

KÜUtuZ 
>« t/5U«««e      O • O<ta.o.oui 
O «*&<          *tO 
er a.   oo    ctj 
WK "Z> <N »(E 05 
HZ m»- i   i CD 
«SO 1   1 "-»-.»O 
U»= *-*«-<N056 

O I o 
w   .- tr i   • 

l/)W(J   ....   .l-l I o 
3Q5a.<-MCCvO<NOtn t *- 

a i-M 
«e s 

r» 
J-W I o 
*• s»     —» I    • 

MOf-i'-r-o'^ooro i o 
m£-"W(j  •••••• i o 

i «soscutN^-     NO^N i •» 
«C-JBLITMI/. I 

EU 
CrtOS 

f-> . 
a U m •— 

e-< o 
03 3 CX0O <Ti 04 VO fN \C (N Zi 

«s »)H|/193 «c 
CM OOS      «" M 
H I/1U Q 

03 60 
LT. •C C 
u »j 
1— «C 

W    •    •   •    •    *    » H 
VI C3»-CNfn3-vOO O 
U o H 
«* <_> 
CU VO 

03 o 
H . 
oa (N 

JS 

w 
E 

u 
03 
>* 
C/J •J 

o tu 
-* 03 tn 
a. «e 'JW 

»4 tn«et/i 

!w t/)U«e    O 
03 U«OiOB< 
o •ecu    a-to 
13 o.    o    tu 
HU      ©(N0SO3 
fc-iSB'"^-  I  CU 
«*o t I —>o 
u*<-s»>oa 

94 



nwu • • 
Cj as Si r- <*1 f* co c* oo 

9C OE-nTia-vCOO 
rswcj  • # • • • 

a i 
UJ    _ e i 
e-iOS-i'-rvKN-^cosrz i 
1/1WO   .•...•Hi 

CD«C «: 
3- 

^ I 
-M>      -» I 
to i-iOifc-<r^*-co'ncc3,crv i 
— e-.wcj i 

«e-SDu —l-irw- I 

-J.E 

W « 1 
— H t 

a: ~J UJ33-U1'- l 
«s C x    •"• i 

» CQ 

o 

o 

• 

rvi     SB 
«s 

Q I O 
W      ^» (Jl     • 

IflWU   •   • •   «i-< > o 

•"3(1,"—VC^O l/j • 
a M 

w 
o< 

c/> 
o 
«c 
a> 

cs 
CO 
en 
as 
=3 

Q 
CB 
>• 

'-) 
«S 

UJ    •    t    •     •    •    •    • 

o 

_3 

a 

CD 

tu 
si en 
«r UM 
•J t/] W «S V) 

U1UUU2 
x m '_> «s «< O 
CC (j«SCUO.©a« 
O     «SQj »f 
U    &4    oo    w 
CUW OrMITCOCC 

«SO I   I «-»-»O 

a MOHCOVJO'-O^P- 
ulHWU   •   •   •   •   • 

in« u« 
«s 
Bi 

w 
«   H 
H     SJOOCIOI»-!"» 
«S      «JWvCCD»- 
cs     005*- 

I o 

I 

y 
es 
w 
04 

CQ 
•s 

ÖJ      •     •     •     •     • 
£t-N"1iflO u 
u 

-I 
«c 

o 
61 

z 
«s 
t-l 
a 

a- 

2 

Ed 

w 

w 
VI 

X O 
cä Ü4 

o www 
t5 «too*« 
uuorNcria. 
HZ»- I I 
•so i <-*-o 
Uas»-»-unaE 

95 



AD -A I 32 242 

UNCLASSIFIED 

THE IMPACT OF THE DEMONSTRATION PROJECT ON MANAGERS AT 
THE NAVAL WEAPONS CENTER CHINA LAKE(U) NAVAL 
POSTGRADUATE SCHOOL MONTEREY CA Y E WILLIAMS JUN 83 

F/G 5/1 

It 
NL 

^ 

END 

9 83 



I.U    ti 
*    |2.2 3.2 

3-6 

tt   12.0 
I.I 

1.25 11.4   11.6 

MICROCOPY RESOLUTION TEST CHART 

NATIONAL  BUREAU OF STANDARDS - 1969 " A 

H 

\ 
^* ..f^i 



rOhscDoo 
swg • • . , 
U«0'(s'000 

o 1 o 
w    — «1 • 
HOH39M21 o 
t/j«u •    •    «M I o 
305&,p-<^0Mri ! 1  ^ 

~,tv.~-. -mcNcn i 1 
O h-4 
tt s 

ta i 1 o 
•">•   —. i 1    • 
ITMOHP» rnr-OB 1 i o 
• HUU • t t • i 1 o 

rfCCOc 0<—COP"» i 1 *•• 
(fljfc^ -m<N        1 1 
ou fl* 
«S3S — 
Oi 

w    w 1 i <n <N 
in    H I 1 vo 
=    30t»in=r© I rvj Z 

•-iWarnp»»" i 1 «* 
S      CCS r~ 1 >~l 
O         </)>*• 1 ) a 
x    ca co 

«e ZZ 
O _ 
a «* 

oa •    •   •   • £-i 
z       a< — CNflO O 
ai         o t* 
Ei          U 
Ch <J» 

o *• 
• • 
o <N 

u 
a« 

3 

ÜJ 

coes«eo. 

—1 (/) 
zazz 

x<X<0 
KXHSUi 
Of-    Htn 
U     E->     U 

HtnocB 
«cujcaoo 

ouw.o*ococococr>cricT<©o 

Q I   O 
w     ^ Ul    . 
HOIf-<i»vO©ii1CO<'">00<N^* I O 
towu  »•»••••«  "-H ' O 

I-JCM—,©     (N tn i 

W I o 
&"    _ I   • 
MO**—rvw>rr<oof»coco:3,r"» i o 
HWU o 
<asa.m*cDrstoiriO'*>oa3 i •» 

in« 

O 
Du 

a 
w 

3 

« 
as 
•< 
</> 
U 

a. 
3 

<J 

a* 

w i m 

»on«_eo»ÄCMif>rN©'-'-n i CM 

•JW^^-ST        «~    *"   <N I 
O03»- I 
mu* i 
03 

O 
(J 

O 

CO 

2 
«S 
M 
Q 
W 
s 

(N 

in    to 
ta    z 
wt/io 
><JHO 

M*JNHW 
otno.s»üa 
4HCUUZH 
J<WtLO<Z 

as JW 

CBbUMS     tri 
o-escctrccM 
(3      EHt33 
MÜ-H3      OiOS 
Homcwzu 
<wzum<H 
(JO4M03CUE0S 

tn 
z 
U 
E      H 
Z      ZW 
u    win 
HZtZ 
tnozo 

r«C!EHM«rt 
OtrtW 

w run 05 
-CCCU40 
jctuasz 

96 



• o*-"- cr> r- vo oo«- cc r- oo 
5U(J    •   ••••••••• 

&,*^   ^-invÄ\ßp-coc*oo 

Q I O 
U    «~ CS I    • 
H OH ^f«-coer> CM mf-CMfiz i o 
WWU   .   • MIO 

i-jGu,'»'     f-m ^      r-      {/) l 
Q M 

U I o 
»    Ä I   • 

HU(j  i in i II< mo 
«SßSOifN.'N'TljyTMrNvn»-^  (  ,- 

w ju.-"    «~ni        v    «-    «- I 
inu 

05 
O 
hi 

a 
U 

s 

u 
as 

ut 
U 
«* 
CU 

U I ro 
H I O 
oo**-T"~m<Nvoo<,"><T i (N 
_j« i-ncc«-   m   a-   m » 
O05 • 
tOtt« I 
(B 

ü •• ei 
ca^tNro«ir>yßp"aoo>o O 
U H 
u 

m 
CM 

a: ofn ^- m r» \o co r» m r» oo 
ouu  • •••*••••• 
(jQ5 0iror-r»\o»-»oorMoo 

On — .-PMcriininCMO© 

Q I O 
u    — Uli 
HOfH^fN^enrNcriveirc-iz i o 
V)UU ••••MIO 
SjjßiniaQojinMnaM'!/; i •" 
r>u~-      «-       N   »*»   «i 
Q M 

U I o 
»        Mi I       • 
MOiHr'"|o^oincor--r-<— «^o i o 
huu i i • i • • • • i tie 

TT»J6L,—» c    (N    Nl 
in w 
«OS 

03 
o     w I <*» 
Cv     H I vO 

BOOCBOr>03>v03'- I CM 
Q    >ju       <w^-^-^    NOT- i 
u    ooa i 
V]     ton. I 
s    oa 

<< 
U -J 
as < 
<c :JC   •»•»»*•»••     H 

Qi-c>ima'in\or»a8cro    O 
v»       u tn 

in 

a 
U 

CO 

o 

I 

CO 
CU 
as 
o 
a, 
U 

z 
«r 
U 

in 
t-> 
z 
u 

10     V> 
U      Z 
uviu 
>|JHU 

V<»lHHH 
CQV)Cu>(JZ     B 
<HSWU2U7, 
-i<««o:0<zo 

as MUM 

asbUMC    Hen 
0><oa3U0BM<< 
t5      IEHEX3 
UUHO    cuasu 

4WZW(n4HM 
UUiHacvaasc 

H 
zu 
UV) 

z»z 
ozo 
MC9CU 
HMVI 
OV)U 
£(/)« 
o-< 
03UO 
CU03Z 

CU 
us 
o 
Oi 

V) 
u 
u 

MMO 
Ui<J 
cac/icu 

M-CUJ 
as 

»a-fr- 
äs euu 
o 
o    as 
UUH 
E-IQ3V} 
•<UZ 
UCUM 

V)0 
3MU 
IUC0Z 

MM 
OZ 

UUZ 
os a« 

M 
OHCU 

as uos 

S      Cu 
o>zz 
wco-e 
cacuJB 

v) 
H 
z 
u 
«:   H 

HZ    zu 
zu    uv) 
WHXSZ 

V)OZO 
HVIHUOI 

O10U 
usucvias 

<E ECU asz 

••• 

97 

, 



' 

•: at-« vo en en CD mcomr» ©o 

a i o 
W     -^ Ul    i 
HOE-ivomoa^iniriorvjmÄ i o 
cnwu «Mio 
3a;aifsnn^*r~moci^a>v) i »— 

a M 

=»        —. It 

fiiuu «•••t*«tt*(0 

irufc."— p-    vn t 

EOfr-cna»"-©© 
BWU   •   •   •   •   i 
ouscucor-^"©© 

O I o 
W       Mi Ul      I 
6*oie-icMniocr>»: i © 
VIUU   •   •   •   »Ml© 
»asOjoocorocoi/i i ** 
•^tn^»   in<N    10 i 
a »I 

1       inu m 
i        »A © 

in 
as • 
O u m P» 
1*4 E- VO 

3 o-nvocoer srrv»«- en<Ncn IN z 
a JW T— •• ON3 •a. 
eg o« i— M 
tn t/iBu Q 

1            3 
i 

CO W 

M J 
1         as •* 
i         < E-i 
| QT-(Nrr)3invor-cocn© O 

«n u H 
1        "J u 
1        •< » 

1 
sO 

• 
i        <=> vO 
1            EU 1            « z 
1            = «e 
1            » w 
1            *-> s 
1            •* 01 «1 
|             U. lb z 

t-iOf-ir-^rr^-cn 
HWCJ  

> «<D5Q,oor»'^aD^ 
iijöa«»   in<N 
• w 

as 

i © 
i i 
i © 
i © 
i •• 
I 

WV)0 «1 
xaHU    H 

rf^OWIflZ     SB 
a-tjHHH       W 
S)(/)(ll>CJZ      E      t-> 
<wEuiiazhz    zw 
_i.« UJ as Q «e := o     *io") 

as biiuHZSz 

KCuUwi: HtnMOOi 
3<a«t5tH<HHtO 
C3 pciM«at=3 OVIH 
W(uH^      OiOSUSOTOi 
mti^oizzu*o« 
«IIUZWV)«W4DeMO 
U (JUMOS Ul • OS« CU0SZ 

Cu 

W 
OS 

3 
(to 
M 
t/i 
a 

o 

LU 
in 
S3 
u 

© 

W I ""> CN 
H I •& 
DOW'",,IPlN * 
J6U(NiniO<N       I << 
OCG      »- I M 

03 w 

Bfl   •   •   •   •   t 

O 
U 

E* 
o 

i£> 

2 

pi 
D m 

M   t/> 
CQ    s 
•«.-: w 
•-)©>• je-1 to 

hrl3ZX 

üinfiw>a- 

UpU     MBS 
HO5QH0S 

U>9BZMZ 

98 



2KU    •   •   •   • 
jao.—-oo 

Ct.~"^-CO©© 

a i o 
cü    — o i   • 
E-tOs-ia>voin« t © 
IOUU   •   •   ••H I o 

a i- 

ITU I  O 
4»>       a* I       • 

—(Of-ODOOrn»- I o 
OfiUU    •   i   .   •  I  o 

0 
n 

c 
0' 

a* 

o > 

a. 
9 
(0 
a 
o 

« 
Lb 
3 
V) 
o 
s 

03 

—    '    •   •   • 
a«-cv)mo 

O 

H 
C 

HMO 
LUZ 
UJ •/)< 

>3H 
t-t     VI 

JUUK 

aazcua 
«•_      zU 
-J      CD'Jl 

us    * 
>- s-. < 35 O 

OHIA3I/I 

WHUixa: 
HHOO 
«MSB = 0 

© 

O 
w 

acat-ONONino© 
©Cu<j   .  .  .  •  , 

CL, ^T» ON ON O © 

a i © 
M   —. ui   • 
HOHo»o*inz i © 
I/1WU    t   •   •   «r* I O 
3ttQ,>-O3r0W  I <- 

ODW i © 
in»   —. i  • 

H^4(J    •   •   •   «   • I © 
as^asoj^-ON^m*- i *• 

•-1W 

to 

z 
O 
M 

•< 

u 

u) 
VI 

-I 
u 
o 

3 

•< 

U 

6-" I vO 
3 0r»fNf\»ONf> I (N 

OK*- I 
(/It* I 
CO 

rij   •   •   •   •   • 
0rt>|(<l90 u 
u 

o 

in 
ON 

2: 

o> 

uu 

OB m 
M 

SCO 
X      UK 

x     ijuzo 
OS      >JSI£&t 
O    ««is    en 

WWH     - OS 
b-)©0BI-<at 
<oa<OUO 
OHbCOS 

99 



KCS-XNCorMOO 
S>tdU   •   •   •   •   • 

h.T-cr>c*©© 

O I © 

muu  •«••MIO 

rsfc."-fr»»»       V) • 

•3>W 1 © 
IT:» ^^ 1 t 

*»MOe-""n»NaOCO'- ' o 
(4UIÜ    • «   t   •   t 1 o 

SJ <* cs ft. cor\jm <•<•>»"- I *•* 
^.JC«. •—^* f-            1 
*H te *— 
{-iff rn 

to • 
to •a t m «» 
M c_ 1 v£> 
HJ ©O04»©0<*,> 1 (N z 

_lW©f*l*-«"-       • «e 
to oasfN 1 M 
m tOlx« 1 a 
M s» u 
«s «e s 

to W   • •  •  •  « ft 
to a*- (Nfnao O 
^ o e-> 

1       -> u 
o 
o m 

i       s # 
1        w 

^ 
a 

« 

1       t/> 
1         M 

•9 
1          «0 
i      •* 

—i r-l M 
u M 

03 
<e 
rJ 

X 
OS 
o o I»

L
L

*
   

T
B

U
 

T
R

U
E

 
T

  
 K

N
O

W
 

E
S

P
O

N
S

E
 

UHH     *  « 
HsetHK 
4IMUOO 
UHC<XOZ 

3&3(_)   •   •   •   •   • 

Q I   © 
w    _, c; i   • 
HOHOiO^^» i © 
viwu • • • «Ml© 
3oaa.m^'P*<vi t/i i «" 
i-jdu—r-«-       v> • 

u 
©s» 

»*E- 

toJ 
'..; tj 
•cos 
M) 
tj 

s 
32 
w 
O 

OS 
O 
b, 

OS 

VI 
V) 
w 
-1 

Oi 
to 
«e 
i-l 
u 

I © 
I   • 

0€-"-3'fN©'"  I  © 
Ü1U   •   •••••© 

Cu-^'- • 

cos«"- • 
I/) 1*4 I 
CO 

<l3 

Li 
W 

111     •    »    •    »     • 

O 
U 

E* 
O 
ft 

in 
ao 

IU 

1 

© 
OS 

Cd 
to 

»•     OSS 
x    JWZO 
as   «JSSSCO* 

O      «*0S      10 

WUH      •   OS 
Haosna 
rfOSxtOUO 
UHOiZOK 

100 

, 



i: Of-i«1-M u"> © o 
suu   •  •  •  •  • 
UCOB<3'">000 

fc-TM<OOiOO 

a l o 
w     ai  • 
H0"e-tVOIDS'ir>z i o 
V)NU    •   •   •   «t-t I O 
r305ß«»voinnriu5 i .— 

C Ofr-vOlfllTOO 
3lU(J ..II. 
U OS 04100*00 

ti.-"vir-acoo 

^ M Olf-4 rn O* <N 3- 
vOHUU   •   c 
a « os D. *• „-un m 

I o 
I • 

«- I o 
I o 

*- I m> 
I 

1        ja tf» 
«COS J 

3-> 
M • 
V) w r^ ^ 
o t-i vO 
-) 3 03T»OOM»I <N z 

JU'£53 •< 

M Oos *• M 
1          t= cou. o 

1          < 
1 

ca 01 

10 •J 
«J «c 
w K> 1   •   •    I    I H 
> D« -CMCl^O O 
1« O H 

1     -J 
1 

u 
r* 

O r» 
m o 

1        w • 
1        Q 

! ss 

u 
1         u c 

a 1 o 
w    —. IS 1     • 
HOf-iiOC** f-SS 1 o 
IflWU    •   •   • • i-t 1 o 
oiocuu-ir'-iininio i «- 
••sfci—vxN — w • 
a M 
MS B 

CM 
vO 
• M 1 o 

>     —. 1           • 

«t-iO*-<ao*orricoin ' © 
JHWU   i   •   •   •   • I O 
CQ•<asal»'Olna•^• i «— 
«•JBu^-VKM    «-       I 
ION 
SOS 

a. 
to     H I fl 
W     H I .X) 

•JW^-vOr-ri-l       I 
V)      OBS»- I 

CO 

-5 
<< 

U   i   •   •   •   •      H 
t3*-oim3-o    O 

u 

u 

as 
to 

>•    oz 
>. -JUJZO 
as iJSsriMi 
o    ««os    en 
C3       MfnhM 
tuojH - as 
HoasHz 
«HixiOOO 
UhbZQZ 

a 

O 
•3! 
10 
«S 
-) 
O 

<?v 

z 
«s 
M 
C-l 
M 

(Ti 

<-4 M 
W 3 
03      OS 

-I 3lfl 
» UZ 

x j«zo 
as    M-njäfli 
O      -«03      V) 
w    MHHW 
UWH    • as 
<as«ooo 
UHBiZQZ 

101 



DWU   •   •   »   •   • 
ucecw»c*r-©o 

&*~tnr»aoo© 

a 1 O 
M    M 0 1     • 
MOit-coro» -r«-z 1 O 
U161U   •   • •   »M t O 
oasOia-a-corMt/i I *— 
1-3 (fa—VifN «-CO 1 

flD M 
.£><« E 
4k 

ow 1 O 
0    -~ 1     • 
«HOHOOOiilin 1 O 
iHWJ  •  • •   •   • 1 © 

4Cfc3 90)lN»- 1 •" 
«•JU.—in CM *» • 
Ü03 fM 
due ~ 
as =r 
3 • 

Da 1 m «•• 

a   E-. 1 \0 m    aorgni -"19 1 CN z 
O    jiu3«(Nm 1 «* 
3      0««- 1 M 
~     totn t a 
(u    a w 
C5      -£ 

-3 
JC 

Ul •< 

H       w • • •   •   • H 
W           dTNcn-a-O O 
fl       0 H 
-J         u 
tu 00 
z 03 
Q P~ 
U • 
01 
(O z «• «< 
•J « 
u 1: 

S»U   1   •   •   1   • 
O es o< (N(*> in o © 

Cn—>-5»G0©© 

a 1 o 
bl     ~» Ul    1 

(OUU   •  •  •   «M 1 O 
©osß«<Ninr»3,io 1 «- 
>-3(«4',,^^<,0'^»- to 1 
a M 

v0 
«"W I a 

>•    ~ I   • 

WMrtO o 

zw 

I M 

w 
oe 
«* 

in 

U 
M 
i-J 
fn 
Z 
O 
u 
10 
10 
<* 
-> 
u 

w 

= OrsirsiG3i^a- 
,-jWfntT>a>ft 
O03 
CO Mi 
03 

I "1 
I vO 
I <N 
I 
I 
I 

in 
in 

z 

M 
Q 
W 

t»j   *   •   •   .   •     H 

u 

z 

U4 

0 P4 M 
u w B 
to oa 33 
«e «E H          W —< ~) 210 
U X      OZ 

>• JUZO 
oe JDKb 
O <03      CO 
C5 HHH« 
UNh     - OS 
E-OBHZ 
<0S<OOO 
CJHQ4ZOZ 

o 
o 
o 
z 

U 9 
03 OS 
"* H H 
i-J 210 

»    uz 
9H       JWZO 

O    «os    to 
C3 MHHW 
MUH . OB 
HD0SHZ 
<<as«ooo 
UH&ZQZ 

102 



ziCHc^r-vCO© 
suu  •  •  •  •  • 
UM t^or-inoo 

suu • • • • • 
(LI'-WICICOO 

a i o 
UJ     — O I    • 
HOf-idinc^-f SB i o 
mwu • • • .1-1 i o 
sceo-or-r-af co i »- 

Q Hl 

HU 
MC 
o 

I © 
I   • 

UU    •   i   •   •   • I 9 

I        * 
!    M 

a 
i   o 

o 

10 
o 

©0<TM»-(Nrrnri I (N 

c« • 
to»< I 
es 

wl 

ar-fNimcT© 
o 
o 

o 

in 

3! 

tu 

in 

UJ 
E 

•Jj 

s 
u 
E »4 H 
E co B 
Cb co 03 

«c f-          Cd 
-> »in 

>« hlUZO 
OS jsi»:t- 
o <«£C       CO 
9 Mt-iE-W 
üJ«H     . as 
H3BHZ 
«OS4000 
UHO-ZOZ 

a 
w   — u 
E-> 0>E-<©<Nr^-f Ä 
IOWU • • • «M 
©tBOitvK^afOtO 

Q M 
•e E 

vO 

Q H OS- ^ r- O f*"1 W> 
OHUU  
o«eosc«'-fN-f©'- 

10W 
03 OS 

a 

3 

W 
H 
E-» 
U 
ca 

Cd 

JWCCOCvOfN a« 
lO&4 
ca 

'Si Cd   •   •   •   •   • 

U 
10 U 
Öl 
•4 

O 
E 

Q 

I O 
I • 
« O 
i o 

t 

I o 
I • 
I o 
i es 

t 

t U3 
t CN 
I 
I 
I 

-3 
«s 
<- 
Ö 

a 
w 

CN 

U 

IT) 
«e 
1-4 

u o 
E 
cc 
Q 

uJ 
=S 
as 
Ei M 

310 
>i      ÖSE 
JWZO 

-cec     in 

WWF-     -  cc 

«16«iüOO 
UHbZOZ 

>1 
cc 
o 
<J5 

103 

L f 



_——— 

• 

1 

E Of- m in o o o 
auu . • . . . 

CO»HOfNf-0 0 
•£~«U   •   i   •   i   • 
O 03 d* (NfN^O o O*Mj0DC*rr)OO 

^*" • i 
a                         i o 

a                         i o 
W     —.                 U >    • 
E->OE-im^\ß©Z 1 o 

w    ^              o 1   • 
E-iOiE-i©«-<^0\z 1 O 
U1UU    •   •   i   .1-1 1  o 

UlUU   •   i   •    iH  1 O 
sascursiococo v; i «~ 

004                            s 

r» W                                  1 o 
•.ow                         IO 

o>    —                  1   • 

t-iOiF-^inrncDO^ i o 
öJEHWO i o 

EnoiE-4>£r~*Ovoin i o 
apa(j o 

•Jtli-^OfM«-»-        1 
w,jtt,,-".n<N*-         i 03 W vO 
Hkl • mas Q\ 

OS 
X a 

z 
O 

*= • aw                      i m C>1 w                          t e-, •" E-t                             1 vO 
On     E-                          < '-0 

•JU4iniT>rr)»-        1 

Q      CO In                              1 
| 
Q 

to     SC*nct)aio<a 1 (N 
S5      -JW03r*-3-3'        1 
o    oos                  i 
M      t/ltn                             1 D

IA
N

 
-*    ta £ 

E-i      03 

B                                              1 
OT                                     « 

• •J                         ij 

-i          EiJ   •   t   »   »   •     H 
1 

M            W    .   .   •   .   •      El aT-rvirojj-©    o 

p. tn       u 
cs         u 
O => o 
3 

OS vO US • 
M • U <N * «~ 

m 
CB 

B 5 
£ 

z 
>< 
H 
E 

M 
«: 
w M 

S           -i      W 1 ULI           •)      U 
OS           W      3 

Ei          WD 
O        a    as 

-i                   3CO 
X      UK 

X      KIUZO 
as     -jrsbco. 

E
E

T
 

R
Y
  

 L
A

B
 

L
L

Y
   

T
R

I 
U

E
 

K
N

O
W

 
P

O
N

SE
 

C
A

T
E

G
O

 
T

R
U

E
 

P
A

R
T

IA
 

N
O

T
   

TR
 

D
O

N
'T

 
N

O
   

R
E

S 

C
A

T
E

G
O

 
T

R
U

E
 

P
A

R
T

IA
 

N
C

T
  

TR
 

D
O

N
'T

 
N

O
   

R
E

S 

1 
! 

104 

f 
*     .. 



t(»<0'-v000 
EsWO   •   •   •   »   i 

a i o 
£•-'—. 'J> I     • 
6-"0*-*o«-a,^z i o 
cntuu • • • «w i o 

i-lU.*—TNr"l<N»-tO  I 
Q M 

• h«u © 

UJIK •—TN rsfSI *~        I 

E-i 
'_) 

o 
an 
Oi 

w 

OS 

to 

a. 

a 
o 
as 
a. 

touu I 
IS 

E CUE-"-U"l (NO o 
SMU   •  •   •   •   t 

tt, «"*-<D ONO © 

a i o 
tu       Ul    • 
HOfH'-sr»«oz i o 
COCOCJ    •   .   •   .1— I o 
sasß'Oi'-incMO i *» 

Q M 
«s 2: 

W I o 

1— oie-i<Nu">n'n-co 1 o 
HUU   .   .   •   .   • I O 

as 

CO 
z: 

&j •  • • • 1 
a r- (Nm j o 

u 

6- 
C 

(N 

Z 

u 

z 
<s 
•J 
a. 

z 

CJ5 
z 
o 

M" 
u 
*-• 

uj 
a 

H I  -O 
3C*Nim^*3-CD I fNl 

o«   «- 1 
tocu I 
03 
«d 

D9   •  •  •  #  •    £•* 
a»-(N'Ti»o    o 

u 

z 
<* 
H 
Q 
CO 
s: 

<N 
<N 

fN 

x: 

to 
M 

as 
w >n 

>«    UZ 
9»       JU1ZC 

O    <*ce    v) 
U     HHHM 
CUWH    - as 

«*<OÜO 
(JHCUZOZ 

-J      UJ 

m -s 
«s to 
•J 

aw 
xu = 
0SV1H 
O 
auh 
Was© 
HUO 

UM 

w 
3e '/I 

WzO 
oo u: u. 
*    to 
as. as 
uz 
WOO 
ooz 

. 

105 



cOhaooDoo 
=3U(J    I    •   •    i    • 
(JlBO.COaDfNOO 

hi *•"'   co^oo 

C I o 
W     — IS I     . 

i/mu ••••Hie 

a S 

w i o 

-wOHOOvCCOvC I © 
r-E-iwo o 

3Ä 

u 
w 
—i 

to 

I 2= 
I u 
I E 
I f 
I M 
I = 

I S 
I w 
I OS 

I Cd 
E-c I ^O 
3O»-O<N00rM  I CM 
,-Jirtc-lO«— *-•— I 
OQ3      <N I 
LOm I 
ca 
«c 

U t-i 

o 

GO 
o 

<N 

u 
UJ 
OS 
o 
E 

u    E 
a     «e 
«*     tfl w 
•J »to 

uwuuz 
xuittizo 
:eiof-«io:»sc< 
O-e    ««    to 

uissos» as 

UH4UQZ 

t-^Ha-irioooo 
TJUU > • I * • 

a i o 
&J    .  VI« 
HOIF-l3-i-r"l<N35 I  O 
V1WU   •   •   •   «H I O 
sascuvcrmninto i «•» 

C M 
•C B 

-J I O 
>     -. I     • 

HWO   .  «... | o 
«easft<ver>j»-3'a- i »- 
-3a-'w   «-P» I 

r^as o 

o CObu a 
3 a w 
M •at E 
CS J 
«C «e 
& CO   . •    •    •    • H 
M o»- ><m30 w 
IB u t-t 
a. u 

m 

a. r- 
w • 
cs (N 
cu 
to 35 
«e «e 
-j uu 
u E 

I-)      04 
W      E 

33    «e 
«e    to         M 
J                  3W 

uuauz 
XUSUZQ 
uc t/i E-1 en ^ a, 
O««    «e    tn 
•JUfHWWB 
UCS3CC.   OS 
HUOUZ 
cziauoo 
UH<QQZ 

106 

I 



acoe-tNu-ioo© 
5WU   •   •   •   •   • 

O I o 
W      —» U  I     • 

10WCJ •    •   •   »M  I O 

r3*i"~' <-\ivo^co t 
a w 

r- w i o 

^-<oe-«o<-vico-a-o i o 
JH'ü'J   *   •   •   •   • ) O 
i3 «« OS Q< C» T~ >-;y  I «•» 
z,j&,"-*   rsiLP —     i 

O« 

OS 
M 
Oi 

•3 

05 

fr, I  vO 
3 0CD«-rMC5C\j i CM 

OOS r- I 

S3 

'_3 &}««••• 
Z 0»-rMr03'C3 
M O 

I H O 
"* 
s 

I O 
I O 
I M 

H 
O 

z 

'J? 

1/1 
i-l w 
W     c 
a .< 
* to 
l-I 

osioe-i 
o«* 
was=> 
f-"UO 
<za 
UM 

H 
3K/J 

•uz 
WZC 

«e    10 

03-  03 
U=! 
WOO 
uoz 

= MCJ   .   .   •   .   • 

a i o 
tu    _ c •   • 
c-iOif->o>r»aovcz i o 
ViUU   i   • •   .H I o 

ntu—T^«-- io i 
a M 
< 3Z 

ta i a 
=»     —. I     • 
MGf-'f^OUT^vC  I O 

af-^U  .  .  t  .   • i o 
t— <a:s3'Tjr»^D'OiP3 I *" 

w 

EH I  .0 
aOCDOMP-iyM  I rM 
«jwr-a-»-«-«- t 
O03«~ I 
COlU I 

-5 
Oi 

hl 
•_i 
z 
«* 
zs 

o 

03 
W 
O4 

33 
u 
3 
Z 
1 

a 

«3 

u 

in 

Q 

O 
P» 

«      • 
03     «e 
«e     to 
hJ 

a tu 
xwsr 
oetOH 
0«e 
OKH 
was 
HUO 

UH 

H 
3TC0 

UOZ 
GJZO 

«e    to 
UHU 
03—   03 
UZ 
WOO 
oaz 

107 



EOf-'OOCOvCOO 
EOWCJ   •   •   •   •   • 

ftu—rvioxroo 

Q I O 
W      — IT (     • 
HOt-'aooao.a-z i o 
V1&1U   •   •   •   "-1 I o 

Q ^ 

Lfita 1 O 
r-=»    —. 1     • 
m >-iO's-'s»'CT»r-»-3v 1 o 

1 o 
f-i'*cz.air~WsDat 1 ••• 
*0_Jfr« —TVIlfl t 
2 w CM 
• =3* ^ =5 

gH B9 1 r") a» 

Z H I vo 
BJ 3 0rviir>r«-vr>-n I (N =5 
JC ijbjr^-in    •»••» • < 
a. oas    «- 1 M 
o en IM 1 ca 
»J ea w 
M «c ac >• ~3 
jj <C 
Q Cfc3    «    •    «    a    « H 

U'-tNinao O 
U4 o IT« 
W L> 
>- 00 
O ^ 
—t 00 

CO^NNOOO 
3WU . • . « . 
<_)OBCL«-<,'">VOOO 

tu—rr>ir>o>oo 

a i o 
W      —» '-II. 
HO*-KNOa0O35 I O 
inwu  • • t »M i o 

r3fc«-tc-       lo i 

«< JC 

M ( O 
es*»   Ä t   • 
ssMOiHcsja-f-aoav i o 
Hf-WLi to 

MB •>" 

a. 

w 

tu 

IE 

-I W 
bJ JC 
03 •< 
•«CO u 
-J 310 

Uiuüuz 
>><ijs:i»Jzo 

o«e   «*    in 

ixJos=>as- is 
HUOCJZ 

JC w I rn 
1   '43 

*• 

IU sorror-on 1 CM z 
U JWOH *»*• 1 «s 
2 OOJCM • M <« LIMg 1 0 

JE ca M 
IS «e i- 
o l-J 
rij «e 
IX w  . . •     9     • H 
tu HrlNW^O U 
tu o 

u 
irt 

ü» «3 
SB en 
M CM 

3C # 
W •— 
M 
c» z 
MJ -s 
OS UJ 

OS -4       U4 
tt- W     C 
CB <a   •* 
w -S       L0             M 
u< »4            at LO 

awuuz 
suxuzo 
asiob-im^OM 
o«<    «C    10 
nWf-,MfnW 
UB3IK>  as 
hUOU* 
•CsBtSWQO 
UH<UQZ 

L 
108 



xrat-ioojj-a-oo 
©wu • • • # • 

a i o 
»J   — ui   • 

1/lUU  » • i  »M I o 
©a5ß*vO«-\Ointo i »*" 

r-M i © 
r*s»    —» i   • 

cüJO   ••»••tO 

cutu 
as 

to 

M 
D 

z 
o 
fi 
to 
M 
u 
w 
a 

» 
i-u 

u 
u 

=- ' -O 

OSS«- i 
101». I 
OQ 
«* 

<< 
-j   .   .   t   .   i     H 

U 

CM 

a 
w 
3Z 

O 
ID 

z 
«s 
W 

w    «e 
tn    «s 
««IT. U 
i-J at to 

uwaaz 
xwswzo 
KtnHuiisa. 
o<*   •*   to 

MCC90S-  03 
HUOU« 
•tauuoo 
UH*oaz 

«COt-'OOrMvO©© 
•TjWrJ   •  •   •   •   • 
U a. Si ©m r~ O O 

On—TMC00DO© 

a 1 o 
H —                  O 1 • 
ROH(»33»a i © 
tOWO   •   •   •   «M ( O 
©osa.©fN;r<"*i<o I •» 
*0&4"Ts|\O     «—to 1 
a k-t 

<e • 
to 
p» 
•»tu 1 © 

> Jtt^t • 
td MOifc-icofnr^aotTN © 

1         ZHUU   •  •  •  •   • o 
M •* as o. ON w j»«" & tw 
jjb-^-ir   «- 
a.« CO 
Mas s> 
U ^ 

1          V) • 
1            M OJ ••1 *• 

Q e- •o 
©©»M\ö»-»-r'l C\l z 

(O .JWinU"»»-'"'"!'- «e 
oos    *~ t-4 

V) tO*i a 
SB m w 
O m sc 
t_l O 

•H «c 1         « H   •   •  •   •   • H 
1         «-• C3«-<NfO»© O 
1        w Q b* 
1          03 
1 

U 
•3/ 

1           w 30 3 O 
1              9- • 
1        o <\l 

I      <-> 
u. Z 

1        c •< 
I   M 
j 

Si 

1 
1       °" 1       u 
1           V) >-l      M 

H M      K 
a aa    << 
as •*    to        tu 
M 

C
A

T
E

G
O

R
Y

  
 L

 
IN

C
R

E
A

S
E

D
 

A
B

O
U

T
  
 T

H
E

 
D

E
C

R
E

A
SE

D
 

D
O

N
'T

  
 K

N
C

W
 

N
O
  

R
E

S
P

O
N

S
 

10? 



SöJCJ  •  .  • 
UUSblNOO 

4.~WOO 

a i o 
!»J      .        IT I     • 
fiOf-t-a'vflss i o 
U1WU   • iHIO 

a M 
(7><< S3 
r^ 

« I o 
H=»      —. I     • 

H6HWO   •   .   • I O 

tU-Jlt.'»'^-- —        I 
;»iu [•• 
OC3 © 
as — 
04 I 
S3      W I <*)     »» 
Hi   e-. 1 vo 

SO"-^1<J^ I ft      • 
Z     -£jQ3'" 1 «s 
«S      OffifN I H 

MB« t        a 

z —' 

a 

eot"-eoo 
nwu   • » • • 

Q t O 
w    — ai   • 

IOCUIJ   •   •   .M 1 © 
3QSQ.^-OvOlO  I *• 

CO 

u I o 

HHUU   •   I   •   • I O 

O 
s 
tu 
a 

en 

eu . • • 

O 
U 

H 
O 
E-i 

I 
I 
I 

I 
I 
I "• 
I « 
I M 

w 
33 

(U 
a 

u 
a 
«e        u 
M VJ 

05 U< 
O W 
w       tc 
MIO 
«MOO 
UXZZ 

!          MM 0 
1          COS CO 

fN 
O • 
E-> W ro t— 

H O 
1         w =3 0WO»£>r» fN X 

1           H iJWvßt^»- < 
1           3 OQ5«- M 
1       to tn«< O 

1           M CQ tu 
IX « c 
c-, vJ 
Z «C 
O W   •   •  •  1 H 
(J «T-CSJCO© O 

0 e-< 
1        tn u 
1        » fN 

•c (N 
1        »» a- 
1             CU 

Du 
1         °5 SB 
I           W << 

U4 tu 

t-l 
1         z 

1          U ID   ca 
1          '-» hlSWS 

1          ^ M      S3 
1          V) ntn<« 
i             M «'Jwuw 

S3 

C
A

T
E

G
O

R
Y

  
 L

 
H

O
H

E
  

T
H

A
N

 
A

B
O

U
T

  
 T

H
E

 
L

E
S

S
  

T
H

A
N

 
N

O
   

B
E

S
P

O
N

S
 

, 

110 



JEO*-«Om<NvßO© 
DWU • • t • • • 

ft, —Fioi OMJ\ O C5 

Q I O 
tu     — (31    • 
f-*0¥-i©rr<CTv-r^35 I o 
WWU    HlO 

^fc-min to i 
Q M 

»-W I o 
30»      — I     • 

E-iCMCJ   •   •   •   •   .   • i o 
C"<*33cua>'MkO©©'— * *~ 
Z .JCn-^»"!!/-! I 
—* -J- 

KOS 
Z 

U 
-3 
-a 
Q 

z 
M 
H 
E-> 
oa 
to 

o 

w 

ÜJ 
E- 

«4M 
^•aoao*-« 

jj    •    t    •    •    •    • 

af(Nffi3ino 

u 

H 
O 

z 
«s 
M 
o 

K 

*4 

CDKi     H     Z 

at,    z    w 

uj-cact-icEz 
XIOHCZHO 

t; jfuHH     Cd 
WACO     OSX« 
HUXfHE 
«HWQUUO 
'JXOZQ>Z 

Q I O 
W       — C   I      • 
HOfeH^spo^^z i o 
VWu   •   •   •   •   •)-i I ° 

ou,-»mm to i 
a M 

00 
w t o 
>    ^. '    • 
hMU  • ••••• i o 

^6u»-^ntn t 
ü 
OS 

05 
o 
Et, 
« 
04 

I § 
I ^ 
I M 
I 5 

K) I m 
f- I vO 
aocnoflO'-*-* i <» 
»JU40OUT- t 
O«    *" • 
U1I14 I 

«s 

«.....• H 
Q^CNCI^in© o 
O H 
U 

o 

r». 

Q 

as 

W 

1            « J 
O •g •J 

1            f M <« 
1          M JU H 

z WM H     Z 
O Ob, z    w 
H «£UJ rti-JjCW 

•JZiJH^Hlfl 
UJ«aefc-i<sz 

XOHOZHO 
OS     UCvHUAi 
OXMBEQI/! 
iMtuHH     W 
BU33W      CO-CC 
HUZHH« 
4HMÜWWO 
(jxnza^z 

111 



es 
z 
—< 
6H 
«e 
ca 

Cü 
u 
z 

OS 
O 
tu 

»5 OHroOiflOt©© 
S^U   •••••• 

Q I O 
w    — ui   • 
HaHi-tr^vcr-Aa: • o 
COUJO    •    •    •    •    «M I  O 

es M 
«; m 

ICO i o 

)>    —. i   • 
• MOHOHr-inr—coiri i o 
HU'J O 
^neCuuifNvO'NO*"" • •* 
_JB-—TNVO I 
CU 
03 

W 
s-i 
soeeirir-r 

m 

t rn 
i io 
I fN 
I 
I 
I 

LU U    •    «    •    •    •    • 

a       U 
z 
M 
i 

05 
-S 
M 

6-i 
o 
t-l 

CO 

a 
Da 

o 
ao 
co 

u 

BUU   •   i   i   i   •   • 
U »cur—mvoco oo 

a i o 
W    —. C2 i    • 
H»<»in9iONS • o 
iauu • • . • «M i o 
3 050<r-flOOfN»-l/5 I «~ 

«c r; 

W I o 
>     .  I     • 

»MO*-i(NsnriflD»-c^ i o 
COEiWU • O 
<•<S3Oir-r-o»•«-•» i •— 

•jb- —•   intN»- i 

SB OS 
o 
M 
E-i     M | f| 
MM I vO 
z    3o*j»«-3«-rnin i CN 

&.      003      •» I 

CO 

rvi 

M 

i-JU 
(UM       H 
H&-      Z 

-JZJH< 

XOMCZ 
(C      OCuuü 
0»»MJC«: 

uxu    es 
eiOZHH 
4MMOM 

•* 
H 
z 
M 
CM 
MV) 
OEZ 
MO 
UB< 
QtO 

(U 
X03 

WO 

w 10*1 a 
a (0 w 

< r: 
u j 
Z «s 
M M   •   •  •  •  •   • f- 

I            *-• ur-iNmai/io o 
1            ^ ü H 

es U ,_ 
o r— 
B * 
H * 
Q 

Z 

Rta w 
w s 
Q 
tu •J 
H -c             -J <• M                 « 

1             03 

C
A
T
E
G
O
R
Y
 
L
A
B
E
L
 

H
I
G
H
L
Y
 
B
E
N
E
F
I
C
 

B
E
N
E
F
I
C
I
A
L
 

N
O
T
 
I
M
P
O
R
T
A
N
T
 

D
E
T
R
I
M
E
N
T
A
L
 

V
E
R
Y
 
D
E
T
R
I
M
E
N
T
 

N
O
 
R
E
S
P
O
N
S
E
 

112 



7C Of* .3 »TlOB U*l OO 
BW(J  •  ••••• 
uoiaii—oo>»-o© 

5CO*-KD<N00f>o© 
SHU   •••••« 
uust^r-coccr-o© 

i o 

W(J   .  .  .  •  «M i o 
CSOtl^fOC »-cow I *" 

"   -a    (N    OT i 

in 

» w i o 
=»    —> i   • 

>»MO«r>«-rN«-rn;jc7« | O 
<HWU to 

as 

E- I MS 

o«    «- I 

in 

(N 

Q I O 
w    *-. a i   • 
HOf-KOinu-iinc*-» i o 
'/1WU    •••••MIO 
SOSßir-OOCDfNt/)  t »- 
-an.'—   vafN       w i 
Q Hj 
«* «3 

W I © 
sD=»      —« I     • 
OOMOIHvO'^tNa'P-'T' I © 
• HUU   •••••• | O 

WUL, u 

-4 

m •   •   • • •  • 6i 
« —* -(NnjiflO U 
u o e-i 
Z u 
«C w 
E o 
CC -o 
O • 
ÜH CM 
<r cu z 

w 

w 
05 

UJ 

S 
w 
o 

w I o> 
E-c I vO 
SOOsßmoir-m I CN 
•jwcNinmcN i 
O05    «~ t 
ulu, I 
CQ 
•e 

Hi 

&]«•••••     E-* 
Qr-rsima-u-iö     O 
o e« 

w 

o 
CO 

tu 

«4 
>* COM     H     z 

CQCv,     Z      Cd 

MZMM«<MOT 
luacasHasz 

CB 'JCuWWtli 
OXHCEOIO 
CdliuHM      CU 
CUSCM    «»»as 
POZHHCC 
«HMOMHQ 

EU 
as 
t-< 
o 

•4 
«S 
M 

-IU 

T3C-.       Z 
«sw    -:J 

XISHOZ 
as    ucuw 
OHHrs 

usu    as 
<HWUW 
usnxa 

u 
CU 
MOT 
aias 
HO 
C004 
QOT 

6d 
xas 
(X 
UQ 

113 



. 

cOHweooo 
DW'J   •   •   i   • 
U0SQ4f^«>OO 

a i o 
W       U   l     • 
f-tOV-ienirrvx i o 
UlUU    .»•MIO 
raaia.r»»-T-{n i »- 
••si*.—*•*>,£    to I 
a w 
•< z: 

KW t   O 
* =»       ~ I      • 

«hW'J   •   t   •   • I o 

as 
E-> 

C 

o 
z 

o 
x 

s 

.0 

MM 
CQ 

-1 
«a 

Ed   •   •   .   •     H 
QrlNmO      O 
<J fr* 
U 

o 

a 
w 
z: 

••n 

l "• 
!       B 

(/} 

1       « -4 
1           3 U) 

w CO 
<*            w 

1 -i          in 
1 • 

x             O 
OS                 CL< 

O             VI 
U                  BL] 
cuwMtoaa 
ha;ri/] 
404HO 
(JBV)i-)Z 

SO*H riaoe 
3«(J   •   »   •   • 
(juabiiTitr-Oo 

Cu.^^00>00 

a i o 

e-o**»»-in;*25 i o 
tOMO   •   •   «M I o 

oca i-i 
GO«* £ 

aw I O 
M=>      •» I     • 
f<H3H3''9N 1 O 
«HMD • • • • I O 
Cj-«reCL.rNjf''3r» I •» 
Mi-^Bn-^orn i 

o u 
V) 
z 
o 
M 
E-i 
«e 
EH 

Oi 

X 
Ed 

X 

U 
s 

o s 

o 
u 
o 
E 
Evl 
« 

u 
E-> 
= OWP-'- 
i-ICdvOOD 
OK«- 

CO 

i m 
i n 

»- i rvi 
«- l 

l 
l 

Cd   •  •  •  • 
Q»—<N mo 
O 

H 
O 

30 

Q 
Cd 

z: 

m 

Cd 
03 

X 
03 

O 9 

cd 
to • 
O 
K 
to 

tdcocdtncc 
HCSSLO 
<Q«WO 

114 



1 
1 

1 
1 
1 
1 

1        i 
I 

i 

! 

I i 
i 
i 

rsWEj • • • • 

t o 
u i   . 

UU   •   •   >M I o 

00 
. w 

MM 

I  © 
I      • 

WU   •   •   •   « I O 

tu 

X 'J1ÜL, | 
X      00 

in 
w 
w >• 
o 
a, 
s 

M   •  • • • 
0>-O)00 
o 
u 

o 

a 
w 

se »1 
a. M 
£ CO 
Ed «:            cu 

-J               10 • 
x            O 
05                 & 
o           </> o          w 
uu ounce 
Hxcm 
<U«uio 
ÜEBWZ 

3WU   •   •   t   . 
UKftfMSOO 

hi*"*    hOO 

a i o 

UlttU   •   t   «M I O 
3D3O<CM(V|inc0 I t» 

C h-i 

<TMU i o 
4»>        -~ t      • 

tif^ao i • • «to 
z^osö»«-o\ztm i ^> 

»IM 

w 

EC 
o 
Ct, 

o 
w 
« 
M 
a 

w 
05 

OS 
w 

fid 
05 
05 
w 
Oi 

Cd I 

=> o«r><,">u"i© i <N 
•jew    aovo»- i 
O0S    •"• I 

a 

-3 

fr,      (N 

£d   •   •   •   • 
arowo o 

fc-l 

IM 
s 

l-J 
H 
OH 
<ZH     Ed 
dlUS      10 

HUWZ 

OSMOSMCU 
Ofc,    into 

U33UB! 
HWOU 

UH<«MZ 

115 



s:oe-<r»>Äa^o© 
suu   •  •  •  •  • 
UKB<?a03OO 

a • o 
w    — o '   • 
e-iOitir^o<,T-aE t o 
I/IMU    •   .   •   .1-1 I  © 
ssccA^a'vßu-n/; i «~ 

Q M 

6J I O 
>•    — I   • 

hUO  ..... i o 

j         mfo CT 
I                 03 r\l 
1           rJ lT» 
1             2 . 
1         M M                                   1 1 <*"> <N 
1        z EH                                1 1 vO 

1            =8 SOTMrncyirnvß 1 tN Z 
«* iJW^«-'-^ 1 * 
-J O05      r-»- 1 M 

1            »• max 1 a 
| OQ W 
1          M <: E 
l       u ~i 
1            35 «c 
1            * iXj       ..... c-> 

US a^iNnjo o 
1 o (ri 
1      ^ u 
1            3S ao 
l      ° .— i    a 
i CM 

je o*-«»->»-r-o© 
3WQ   •   .   .   «   • 

o »o 

HO*-ipp>ao»o',nz i © 
lOlUO   •   •   •   »Mt© 

•^cv'*'   mm    xn t 

m,< S 

W I O 
LOS»      _ I     • 

ZHMU   ..... I © 
m « os o, a-voin CM «- ' *" 
E^jfc,—   mir        i 
ww 
es es 

3 
3 
M 
et, 

OS 
U4 
s 
o 

W 

H * ^0 
©C>^*r>vo*ein i CM 

oos       """        i 

CQ 

Cü   .   .   .   .   . 

o u 

I M 

CUM 
CD AM 

-JZ.J 
IU 

S- COM 

'JJI14 
WscW 
f-ll2>Z 
«I-IUJ 
usoo 

z 

KHZ 
ozo 
OiWUc 
sein 
l-lMW 

US CG 

OU40 zuz 

03 
W 
fc-t 
EU 
ö 

Or 
w 
03 
03 
3* 

CD 
in 

o 
u 
z: 

© 

in 

z 
«s 
w 

M 

MM    H 
COCL,     Z 
«Cd      <JM 

><03MOZO 
03      UOitUCU 

UH«1.HHM 
MX W      0303 

4HMOWO 
uxDzaz 

116 



x: Of- oo co cri o o 
3UU   •   •   •   •   • 

tu'-'   a-cro© 

a i o 
w   —. at   • 
HOHCOOf-fZ I O 
1/lUU   •   •   •   »M I O 
a as cu in GO <*)<*•>(/} i ^, 

*0CK~"   roip     to i 
a ä «e E 

8->WU  
-« ce a, iri r» CM m >— 

I © 
I   I 
I © 
I © 

I 

z 
I M 

I ^ 
i      a 

•a 

to 

Cd I rn 

ao*naor»coin i CM 

O05 »• I 
Via* l 
CD 

_' 

2C 
cs 
O 
3t 

OS 

CU   *   »   •    I    » 
OT-tNfna'o 
u u 

E- 
u 
M 

Z 
«S 
M 
a 
w 
3C 

in 
m 
in 

a 

EOS-GOver^o© 
swu •   •   *    •   • 
cj"6cnin»-f^©o 

cuw ine**©© 

Q 1 © 
W      -v o 1     • 
H 0«6-i 00 1*" •• «*> Z 1 © 

1               !/1UU .    •    .    «M 1 © 
|                  aCEQainin^OCMtO 1 •" 
1                  -JÖ4'-' a-a-    in 1 

a M « & 
in 

1          «7« 
I             4»U 1 © 

1               =>     —. 1     • 
to M Oti p» <T> CM m ut 1 © 

1          CöE-tWU •    •    •    •    t 1 © 
|         0'<rea<ip*in<>i»- |  *• 
1       to.jfc.^» S-» • 
1           ZW vO 
1           OQS vO 

1       o- a 
to • 

Ed 1 rr, CM 
H   e-< 1 vO 
E   ©o^naoovoir. 1 CM 2 
t3     HJW* -*—r- 1 •< 
E     OK «      V 1 M 

i/i Mi 1 Q 
1          as     03 M 

O     «* E 
M <J 
• «* 
:J        co •    •   •    t    • C-i 

to          Q» -CMma© Ö 
O M 

1       o      o 
H © 

to 5» 

1          H • 
1            « CM 

2 
E 

-9 

M 

UM      H 
tact«   z 

M IS H-l fc-K Wl 
»«OSMZ 

MISHOZO 
as    'jo,wa. 

OIJUIMMW 
wscti    osas 

4MHOMO 
•jiazDz 

1 
1 1-1 

1      °« 4 
1     « M 
1        « i-lU 

z MM     H 
O OQCM     z 
Oi -C W      «C.JM 
to MZHlH<!ft 

W4BHZ 
KfflHOZO 
05      UCUfUOi 
O^HEBDI 
r; JpuHHM 
uactu    csos 
MOZHH 
<MWOWO 
UBOZQZ 

117 



COlfHvCvCOO 
SNU   •   •   •   • ©W_>    .    .    .    .    •    , 

Q I o 
tu              Ul • 
HO»F-ivö»-»Z | o 
tnNO  • • ••-) i o 

a t-i 

w i o 
t-- =»    — i   • 
CHOH^ri^c i o 
u^wj   •   •  t  • I © 

M 
:: a; 

W I   IT. 

Oas    — 1 
as 

to 

Cd 

u 

A3   •   •   •  • 
Qi-INHO 
o 

H 
O 

z 

H a 
tu 

00 

Q I O 
W      — Ul     • 

V)WU MIO 
©oso^r»*^-© w 1 •" 
nau"->-mfN       to 1 
a M 
< c 

as 
Ski 

tu 
tu 
>• 
o 
•J 

Oi 

iU 

«*w 1 © 
>    —« 1   • 

t/iMCEiOp-o^-^a* t o 
tt<WU   .   .   t   ,   .   , 1 © 
tu<asö<vove^^©*"" 1 •• 

tau 
as 

H 

'JIlVi 
a 

I C1 
I vO 
I CM 

00 
© 

a 
ft: 

TT CO    •    •    •    •    •    • 

H       Q»-tNfTia-in© 

1-1 

«s 

C 

HU 
O 
f* 

mi 
m 

a >H 
w -4U 
cu CUt-4             f-H 
z aaa.     z 
•EC «ecu    -skj 
OS -JZ-JHM 
f CUMBUSZ 

»ONOO 
as     'jOiLi 
O » H a:!/) 
•;JII<MU 
IU = W      « 
HUSH 
«MWOO 
uscazz 

z 
«c 

a 
-c 
w 
u 

»4 
a << 
u M 
OS _1U 
a. cut-t E-> 
s aft* z 
aj «etxj     «e 

JZJh 
uj«sus 

a-iaMO 
OS      'Jtt. 

UiJta.H 
Used 
HtJZH 
<HUU 
uasaz 

(N 

Z 
u 

««WCO 
HCSZ 

uub 
cam 
M      CU 
OS »OS 
H» 
wblO 
a>z 

118 



DWU   .   •   •   i   •   • 

Q I O 

muu Mio 

niM*»   ^-ao        m i 

* 
w i o 

cn:>    Ä i   . 
HMCTE-T-;?^«-«)© i o 
Z^iUU   I  Q 
U<KO<r>o^f Om | «— 
«j-JCv.^—    «-f I 

as as 
M 
3 
CH 
u 
as 

o 

w i m 
M i vo 
zsoc-commcsico i rsi 
_jw    no i 
OB <N I 

1      «* U1*i i O 

1          M 03 u 
u << E 
z «j 

«e «c • u   •   • • • • • H 
M Q^-f-MfO'in© u 

1             •* 
1 

fc-t 

1             U If 
* CM 

1       w 0D 

1          H • 
1          U fN 
1            M 1     c Z 
1       * « 
I         as IU 

1      >- 
1 
1 

r: 

-i 
1 m _> 
1        a >-i m 
1       w JU H 
1        « WM M     z 

a. 33 tm Z     W 
z •*& <JEW 

I       «-> JZJH«HIT) 

1 »-«MOZE-O 
as    JO.WUH, 
0>"»-,*5Z,OCO 
L-JU. (-(•-'      W 
turret co-as 
HOZHHB 
<HIUOWUO 
uxnza>z 

1 

rot-"^ciriNco 
^ UJ O    •   ••••• 
uoat44(->o>voo>oo 

bi ^^^" r*» cy* cy* o o 

a i o 
M      — O  I 
HOif-irn3'<J>r-»eoÄ i o 
IflUU   ..«.•MIO 
sosojp^fMvofNotn i «~ 
1-5 tti—wve«-       in t 
a M 

o w C5 

a*s» ^„ • 
*M CXE-r^in^t- coo o 

o 
Cd * OS Qi ^0©v£><N Or" *- 
C_>_J£u —V-.J3»- 1 

za in 
<:cc <~M 

E o 
OS • 
O W m CM 
tu fr» -O 
as s Osrc^cir* fNco r>4 2 
M4 jB^ins' 1 < 
04 aas    — 1 M 

CO 1« 1 Q 

S* « K 
a •< C 
O -J 
tn « 
M Ci3    •   •   •   t    •   • H 
» en—rNroirmo O 
OS u t-> 
Cd L> 
o< m 
3 r» 
CO o 

u; 
w 
aw 
as 

CN 

MM      M 
tnou     z 

><IOMO 
OS      (JOi 
o> 
CJCuM 

fc-UZH 
<HWO 
uxnz 

z 
« 
MCO 

M05Ä 
ZMO 
UUB. 

QCO 
M      « 
asxas 
fc->as 
uucuo 

us 



SOt"ßOO 
3Ö3U    •   •   I 
UäO-OOO 

O I o 
aj             -J? i    • 
HOtoO.»* I O 
WKU   •   «M I O 
rsoseuooMo i ^ 

< x: 
o 
o 
«-W I o 
»:»    — I   • 

MOf-'vO^OO  I  O 
Hf-wU   i  •  i|Q 

BH 
ZB —\ 
0] 

:»    H i \o 

O      tflft-i I 
n    m 

o 

•«        u  .  •  . 

<_> 
aa 
H 
u- 
H 
03 

U 
JE 
W 
U 
u. 

33 

E* 
O 

^ 
C* 

w 

W 
aa 

03 e 
9 
M 
f-im 

120 

• I 



Pkl 

U r~[»-ccoocococoa3acaDcococr>o>o"'0>cri0^crefrc* 

WH o t*.0 
_)      «z      03      fid«      >S3U      03=0.0      QKC 

*C      HUOHf-lQHB3U«CS<MW«MO«a.a 

as     EUlHzzfHVf-iMucci.saO'*11'2«^ 
«-    UMUozivcussccEacisaiOaiecMXXinvor^ 

w 3 LT. O (** CO 
'.r LPtT.ipü">ir> 
*c 
a, 

xos 

z 

t-lot 

i-t 
cow 
O.J 

(WO- 
C0C- 
33 
CJCO 
-SO 
OiZ 

IT'-" 

CO-4 
COCO 

uu 

cro TM rr .3- m ^o r» CO O"* o"~ (V <*131 

uuu 
OSMCO 
ItiQH 
as>«a 

a: co a,    ^s    Wrtce 
"-ITHZ «63      .1 CM '_• fsJ "J :i      OiiT'-'W 

li.J<UZ5:jMUiüXÜ,Z3a 
CO CO CO CO o O o H tc cu O O CO CO z Q 

(J!jüUZÖ'QO»0'QaU'JO.Wlfli/1ifl 

o—i^i'^a'invor-cccro 
pr r*> r^ fl^ (*11 fl fO ?H PO PH ^ 

<muo 
.«cacjo >xcocococo 
zzzz&ocucoccasasas 
OOOOwswsrrx 
cov>toio3coe-,aiaia.<i, 

•iia;KxZ'«Q,a-ü.D, 

"•iNi'nagioc-flcs^o^cau 
JT 3-^ 31» ^ =T 3-*IP OiO. cu 

wosos 
3=3 
ehfiiOi 
DUO 

•«CQUQ                  U     "««*«* 
co co co co •* m u Q U co IMO, U> 
>.x>>iea:m[i4u 
<««><>->.>Z4: 
QDQOCOCOCOCOMDJ 

UQ.LaCttOMKliU'lM'Ji 
»B <««« «C D4 CU Oi Cu tM 3 (N<N <N 

(9 
<s 
a, 

UJ 

pj 
03 
«e 
M 

«s 

»        «ccucjuui co 
z    a.    acotococoto«*aauow«seauo.wo 
<:  3  0> OS OS 05 OS OS CO CO to CO CO CO CO CO CO CO CM 
J  C0.JW33333>-i»>*><»-'OOOOQU 

ydiH>H£Z£S£aoaaaEi;ccE'< 
•C3ZUaSQQDaaaQQQQ33333Z 
&U1WH3Q<O<UiO.lliOiai0iOiaiZ2Z2ZH 

uu 

"SZCO 
ZMQ 
MCOCu 

UUJVI 

XQS3 

121 

I 



w 
ca 

03 

QESXSOHOOOOtOaSO      W<QtOWCü 
&« c- cu cu cu W to tn w v) tfl o so to * SE & cu tc t-i H 

u,a-ü-a-ii.ccccÄo:a;cctncriüiiOE-i33=«3t*r~^'0 

O 

cu 

-3 

Ui« 

* sr ^ wvncor-ao 1— »-tNT-^"'"«- 9 OSO 
oow 
»as as 
ZQiO 
•C49C 

«snacjd    w    MXBUQKiviiAin v: OT =»0 cu cu a. 
asasasosWQSUÄXi/jiontfisrtas^osaasw«* 
><»<X><(nBUHiJ»<»<x><33333£Z 
unnio!/l3wajQ,<«:«:«cCOOO^w 

UU'JUuax^^oaoQasESsstBK 

Cu Cu 0t Cu O4 CU Cu Cu CU Cu Cu Cu CVj CU Cu Cu Q« Cu Cu Cu Cu u"> IT» U1 

uu Ul 

UJCU 
«e 
X 

> 

u   in ^ u 
au   a zco   >«<nuQUu 
w«wcu    z>oo«iiiO(0"<nwwin(ne 
BZWUiJ^W'JHKZaOiQüüOOH 
a< M a u Eü _9 as to M os o (n s & cu cu Oi cu c-> 
zsa<(>MiHviz3(jzinsccci:s 
HOOZUBUHOUIOO(;33SS3(H 

fcEXHiJiJCCCtZZZZZZZZO 

r»«-aaua 
O^LP CUCUCU 

»(SU) 
aas 
cucucu 
uuu 

CC'CU cucucu 
nies 
CUD 

03 Cu 
uu 

ocucn   r- 

UJ r* 
(9 co 
«s 
Cu 

1U 

.J 
IQ CJ 
4 N 
M cc 
OB z 
«e z 

^•r«»i» r» *-fMco o CNO> ^-r»*r> r» CD 

•tnuQ   x uucutn 

X»>XXiJDONOM><aH40C 
*««U<'j>J>4zftfl-VlUUM 
aoaQBviv)V)inv)inv)(nooo 
cu cu cu cu H ••:««•«<<••: >c <« « E z: % 

«l«MUUUUUUUUQPQ 

7>o?a>    > 
ysr^r-ce    cucu 

mau 
Otnw 
CS COM 
O.HQ 
EZOS 

CUU      SU] MW 
QSUUxQ 

OOÜK 
EKCuCu 
WBEE 
MQWPM 

122 

I 



LIST OF REFERENCES 

. 

United States Congress, Public Law 95-454, The Civil 
Service Reform Act of 1978, Title VI, U.S. Code of 
Federal Regulations,   13  October  1978. 

Naval Weapons Center, China Lake, Administrative 
Publication, The Demonstration Project: An Experiment 
in Federal Personnel Management,   1981. 

Naval   Weapons 
Publication  230, 
System  Handbook, 

Center, China Lake, Administrative 
Revision 2, NWC Performance Evaluation 
July  1982. 

Newman,   J.   E.   and Hinrichs,   J.  P 
tion   fo£   P£2l®.ss.i2H£i   -$.LHL2.I1.B.$.A• 
Institute,    1980. 

Performance Evalua- 
Work   in   America 

7. 

8. 

9. 

10. 

11. 

Levinson, Priscilla, A Guide for Improving Performance 
Evaluation, Subarea of Policies and Standards, U.S. 
Civil  Service Commission,   1977. 

American Management Association, Research Study 74, 
Objectives and Standards: An Approach to Planning and 
Control,   by Ernest C.   Miller,   1966. 

Latham, G.P. and Wexley, K.N., Increasing Productivity 
Through Performance Appraisal,   AdJison-Wesley,   1981. 

Lawler,   Edward 
Addison-Wesley, 

E.,   Pay  and  Crganization  Development, 
1981. 

Naval Civilian Personnel Command, NAVSO P-3600, Merit 
Pay System Administrative Guide,   Rev.   5/82. 

Naval Postgraduate School, NPS-55Gh73061, Design of an 
Operational Personnel Development and Evaluation System, 
by W.H. Githens, R.S. Elster, G.L. Musgrave, and J.W. 
Creighton,   June   1973. 

Brynildsen, R.D., Consensus Ranking—A Cornerstone for 
Human Resource Management, paper prepared for Kaiser 
Aluminum  and Chemical Corp.,   Oakland,   California,   1982. 

1 

123 



12. 

13. 

university   of 
Administration, 
Ph 

Southern   California,    School   of   Public 
Naval   Laboratory   Demonstration   Project 

united States Office of Personnel Management, OPM-46-81, 
Evaluation of the Navy Demonstration Project for the 
Office of Personnel Management, by Coopers and Lybrand, 
1982. 

14. Naval Weapons Center, China Lake, Administrative 
Publications, Composite Results of Demonstration Proiect 
Survey,   1979,   1980,   1981,   1982,   1983. 

15. Simon, Julian L., Basic Research Methods in Social 
Science: The Art of Empirical Investigation, 2nd Ed., 
Random House,   1978. 

.5.     Peters,    Thomas   J.,    and   Waterman,    Jr.,    Robert   H. 
Search of Excellence,   Harper  and  Row,   1982. 

In 

I 

124 



BIBLIOGRAPHY 

Andrews, Kenneth R., The Concept of Corporate Strategy, 
Irwin, Inc., Rev. 1980." 

Bennis, W. G., and others, The Planning of Change, Holt, 
Rinehart and Winston, Third Ed., 1976. 

Conover, W. J., Practical Nonparametric Statistics, 2nd Ed., 
Wiley, 1980. 

Cummings, L. L. and Schwab, D. P., Performance i^n 
Organizations; Determinants and Appraisal, Scott-Foresman, 
1973. 

DeVries, David L., and others, Performance Appraisal an the 
Line, Wiley, 1981. 

French, Wendell L., and Bell, Jr., Cecil H., Organization 
Development, Prentice-Hall, Inc., 1978. 

Kellogg, Marion S., What to Do About Performance Appraisal, 
Rev. Ed., AMACOM, 1975. 

Lazer, R. I. and Wikstrom, W. S., Appraising Managerial 
Performance: Current Practices and Future Directions, The 
Conference Board, 1977. 

Sloma, Richard S., How to Measure Manager ial Performance, 
MacMillan, 1980. 

I 

125 



INITIAL DISTRIBUTION LIST 

Defense Technical Information Center 
Cameron Station 
Alexandria, Virginia 22314 

Library, Code 0142 
Naval Postgraduate School 
Monterey, California  93940 

CDR W. R. Bishop, USN, Code 54 
Naval Postgraduate School 
Monterey, California  93940 

Dr. G. K. Jayaram, Code 54 
Naval Postgraduate School 
Monterey, California 93940 

Assistant for Analysis, Evaluation (NMPC-6C) 
Human Resource Management & Personal Affairs 
Dept. 

Navy Military Personnel Command 
Washington, D.C.  20370 

Director, Human Resource Management Division 
(NMPC-62) 

Human Resource Management & Personal Affairs 
Dept. 

Navy Military Personnel Command 
Washington, D.C.  20370 

Director for HRM Plans and Policy (OP-150) 
Human Resource Management Division 
Deputy Chief of Naval Operations (Manpower, 
Personnel & Training) 

Washington, D.C.  20370 

Commanding Officer 
Human Resource Management School 
Naval Air Station Memphis 
Millington, Tennessee 38054 

No. Copies 

2 

126 



9. 

10. 

11. 

12. 

13, 

14. 

15. 

16. 

17. 

18. 

Commanding Officer 
Human Resource Management Center London 
Box 23 
FPO, New York  09510 

Commanding Officer 
Human Resource Management Center 
5621-23 Tidewater Drive 
Norfolk, Virginia 23509 

Commanding Officer 
Human Resource Management Center 
Pearl Harbor, Hawaii  96860 

Commanding Officer 
Human Resource Management Center 
Naval Training Center 
San Diego, California  92133 

Commanding Officer 
Organizational Effectiveness Center & 
Fort Ord, California 93941 

Commanding Officer 
Human Resource Management Center 
Commonwealth Building, Room 1144 
1300 Wilson Blvd. 
Arlington, Virginia  22209 

Mr. George Steinhauer 
Chief of Naval Operations (OP 141) 
Department of the Navy 
Washington, D.C.  20350 

Ms. Kathleen Connelley 
U.S. Office of Personnel Management 
Office of Performance Management 
1900 E. St. NW 
Washington, D.C.   20415 

Civilian Personnel Officer (Code 14) 
Naval Ocean Systems Command 
San Diego, California 92152 

Head, Systems Analysis (Code 16) 
Naval Ocean Systems Command 
San Diego, California 92152 

School 

127 



19. Civilian Personnel Officer (Code 09) 
Naval Weapons Center 
China Lake, California 93555 

20. Demonstration Project Manager (Code 0902) 
Naval Weapons Center 
China Lake, California 93555 

21. Technical Director (Code 01) 
Naval Weapons Center 
China Lake, California 93555 

22. Head, Ordinance Systems Department (Code 32) 
Naval Weapons Center 
China Lake, California 93555 

23. Director of Navy Laboratories 
Naval Material Command (MAT-05L) 
Department of the Navy 
Arlington, Virginia  20360 

24. Dr. Gene Bretton 
U.S. General Accounting Office (PSDD) 
441 G. St. NW 
Washington, D.C.  20548 

25. Yvonne E. Williams 
Civilian Personnel Department (Code 092) 
Naval Weapons Center 
China Lake, California 93555 

128 

- J 




